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Abstract

The objective of this research is to critically analyze: What the gig economy
is all about; its rapid development, the new emerging employment relation-
ships and the need of more in — depth research in this area from a Millen-
nials perspective. The purpose of this paper is to align what drives individ-
uals, in particular the Millennial generation born between 1980 - 2000, to
enter the gig economy or not and discuss how this new form of work differs
to traditional working arrangements. The International Labor Organization
has highlighted various disadvantages about the gig economy, namely un-
stable salary, no sick and vacation pay and insufficient legal benefits. This
paper will identify if Millennials feel the same way and if the certain disad-
vantages outweigh the advantages such as, flexibility to choose how much
and when to work, the ability to pursue entrepreneurial activities on the side
or to be able to work remotely from any place in the world.

Furthermore, Millennials job preference attributes will be compared to cer-
tain characteristics the gig economy allows individuals to pursue. This will
be evaluated using a mixed methods approach. The survey — based quan-
titative methodology, will be followed by a qualitative approach of personal
interviews to gain even more thorough answers in order help understand
individual's decision making for choosing their current and future employ-
ment relationships. The results will be then compared and analyzed, further
concluding if the gig economy has opened up new doors to certain individ-

uals or seeks to exploit them.

Keywords: Gig economy, gig workers, Millennials, International Labor Or-

ganization (ILO), employment, advantages, disadvantages
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1 INTRODUCTION

A working agreement with traditional working hours (9 am — 5 pm) was con-
sidered a norm for a single employer for many generations. The 2008 eco-
nomic recession lead to a profound effect in the development of future ca-
reer paths of millennials that were at this period in time, in college or just
entering the workforce market for the first time. An increased tendency for
employers to hire independent contractors or short-term employees gained
popularity. The rise of technology and the internet opened further new op-
portunities for those impacted by the institutional hiring freezes and lowered
workers’ salaries during the recession period (De Stefano, 2016). This
shaped the so-called “gig” - or “platform economy.” For this study, we will
use the term gig economy. The gig economy elucidates an online platform-
based economy which connects “providers” with “requesters” for specific
tasks of varying lengths of time (JPMorgan Chase Institute, 2016). The
basic model of this labor platform administers services through an internet-
based technological platform authorizing gig workers to enter into a formal
agreement with on-demand companies who connect them with potential
clients. The clients also request services through the online based platform
via their smartphone or desktop computers. These on-demand companies
are then compensated for creating intermediate employment relations. (Do-
novan. S. A., Bradley, D.H., & Shimabukuro, 2016)

In recent years, the gig economy has been flourishing at a remarkable pace.
Recently, it has become subject to critical and mixed opinions concerning
regulatory issues regarding the world of work these platforms generate
(Collier et al., 2017). The International Labor Organization has expressed
its concern over misclassified employment relations and the hampering of
employment and labor laws (ILO, 2017). They claim that these intermedi-
aries employ freelance or casual workers who are then termed as inde-
pendent contractors. By labeling them this way, the risk of potential costs
such as unemployment insurance or employment benefits are avoided, re-
vealing a form of a misguided employment relationship (Aloisi, 2015). On

the other hand, these platforms provide more accessible and quicker job
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opportunities and allow more flexible working hours. The exact definitions

of these type of employees is still controversial (Rogers, 2016).

1.1 Research Question & Hypothesis

With the emergence of the internet, certain employment structures have
changed and new ways of working have been introduced. Computers,
smartphones and tablets have allowed individuals to work outside of their
offices, allowing organizations’ employees to be more flexible. This can
range from managers working while they are travelling to workers using
online platforms to execute their work. What remains to be seen is, if these
new regulations have aggrieved the current traditional working structures,
as the International Labor Organization claims that the new forms of em-
ployment exploit workers’ rights. Millennials are the generation that were
born when the internet picked up. It is therefore, the first generation being
able to choose certain employment relationships. The research question
for this topic wants to investigate whether Millennials are driven to choose
platform - based work due to the advancement of technology and more
flexibility or prefer traditional work structures due to better employment ben-

efits.

1.2 Objective Of The Study

With the rapid growth of the gig economy, the development of this kind
of employment relationship has proven to lack in - depth research in
this field. Research has yet to explore the relationship from a general
standpoint and more importantly, the Millennials perspective. First,
this paper will investigate if the previous generations statement about
the Millennials is true. Parents of the Millennial generation and a re-
cent study conducted by Gallup in May 2016, argues that the majority
of Millennials are so called “job hoppers” who are believed to have

worked several jobs already in their 20s. Secondly, it will identify if
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Millennials have ever worked platform - based jobs and what their rea-
sons might have been for opting for such an agreement or not. Lastly,
this research is intended to identify the perceived advantages of the
gig economy from a Millennial viewpoint including flexibility, ability to
work independently and remotely, with the proclaimed disadvantages
as stated by the International Labor Organization namely; fewer social
benefits and lousy working conditions. To conclude, results will assert
what future issues this generation might be facing with this type of

work.

This paper will investigate what impact the gig economy has on the
Millennial generation. It reviews what encourages them to enter gig
work or not and whether the perceived advantages and disadvantages
are different to the generic working structures and its population. This
will allow to consider the importance of increased regulations as
stated by the International Labor Organization. The research will high-
light the issues within the gig economy and investigate if Millennials
are aware of all perceived advantages and disadvantages. Assessing
Millennials most important values in an employment relationship will
help evaluate if certain advantages and disadvantages as well as Mil-
lennial character traits play a significant role in deciding whether to

work in the gig economy or traditional work forms.

The literature review introduced in chapter 2, discusses the gig econ-
omy in general and more detail. The disadvantages and advantages
within the gig economy are divided in sub — chapters 2.3 and 2.4, end-
ing the topic by explaining the different employment structures that
exist now. Chapter 3 then tackles the Millennial generation. The fol-
lowing sub — chapters talk about the organizational and job attribute
preferences of this generation and their technological advantage.
These character traits are then compared to previous generations, fur-
ther evaluating what the major differences are between them. Chapter
4 discusses the methodology and the strategies behind the chosen

methods which assisted in investigating the research purpose of this
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study. Chapter 5 highlights the empirical results and compares them
to the literature review. The research question will be answered in this
section. To conclude, the key findings will then be summarized and
again compared to specific findings within the literature review and
explain the limitations of this research and what future research needs

to do, in order to gain more insightful information about this topic.
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2 THE GiG EcONOMY

The term “gig” refers to a slang word meaning “a job for a specific
period of time” (Whatls.com, 2019). The Cambridge Dictionary ex-
plains it as a job which lasts for only a short period of time (Cambridge
Dictionary, 2019). Combined with the advancement of technology the
term gig economy describes a place where ‘people use apps to sell
their labor’ (Taylor et al., 2017). In spite of missing a proper terminol-
ogy, the gig economy is described as the performance of working ac-
tivities within a network connecting customers with clients through an
online platform (Brinkley, 2016). It is understood to include two forms
of work; in particular: “Crowd work” and “work-on-demand via the app”
(De Stefano, 2016). The initial term is referred to the bidding and com-
pletion of work through open websites. These platforms offer jobs or
services that can be completed online. The platforms role is solely to
connect customers with clients. An example would be the online rent-
ing marketplace called Airbnb. Work-on-demand systems involve
more traditional working activities that require physical or “real world”
tasks and jobs such as cleaning or transport. The platforms role is to
maintain a certain quality of standards of service such as the selection
and management of workforce and setting prices and standards
(Aloisi, 2015). An example for this would be the ride sharing platform
Uber.

The gig economy describes an online platform-based economy which
connects “providers” with “requesters” for specific tasks of varying
lengths of time (JPMorgan Chase Institute, 2016). The basic model of
this labor platform provides services through an internet-based tech-
nological platform allowing gig workers to enter into a formal agree-
ment with on-demand companies who connect them with potential cli-
ents. The clients also request services through the online based plat-

form via their smartphone or desktop computers. These on-demand

11
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companies are then compensated for creating intermediate employ-
ment relations (Donovan. S. A., Bradley, D.H., & Shimabukuro, 2016)

Business models can vary. Some companies keep control of price —
setting and assignment decisions, whereas others allow the service
providers to agree on prices or specific the tasks they want to take on.
These companies can operate local (e.g., select cities) or serve on a
global client base. The most famous brands known are Uber and
Airbnb. Uber describes itself as “tech company” providing a platform
to meet demand and supply for its rides, whereas Airbnb claims to
offer its members lodging, primarily homestays or tourism experi-
ences. The gig economy is present in various sectors, including busi-
ness services (e.g., Freelancer, e.g., Upwork,) delivery services (e.g.,
Instacart) and also medical care (e.g., Heal Pager)

(Donovan. S. A., Bradley, D.H., & Shimabukuro, 2016)

This kind of model of work organization was best described by Lukas
Biewald (2014), the CEO of CrowdFlower, a company engaging in

Crowd work:

“Before the Internet, it would be tough to find someone, sit them down
for ten minutes and get them to work for you, and then fire them after
those ten minutes. However, with technology, you can actually find
them, pay them a tiny amount of money, and then get rid of them when
you do not need them anymore.” (Marvit, 2014; as cited in De Stefano,
2016, p. 4)

Despite being a quote referring to crowd work, these also hold for
“work on demand via the app.” This form of work structure does bring
advantages. It has led to the creation of new employment structures,
boost in productivity and easier approach to goods and service but not
without implications and misclassified employment relationships in the
labor market (Huws et al., 2016).
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2.1 Disadvantages of the Gig Economy

The online work platforms operate through the internet to match de-
mand with supply. This allows cutting down on transaction costs and
increasing growth in markets. The opportunities offered and accepted
allow individuals to complete and execute tasks more quickly and

strenuously (De Stefano, 2016).

The idea was to maximize underutilized assets. Individuals could use
their car for example, allowing them to add additional streams of in-
come in their spare time, by offering rides to other individuals com-
muting to close by destinations. (De Stefano, 2016). In many cases,
however, the incentives received from these platform companies rep-
resented the primary or sole source of income for workers challenging
the current paradigm of these firms. The International Labor Organi-
zation argues, that by allowing workers to be virtually summoned by
clients through a click on their smartphone and complete their work
and then disappear again has significantly contributed to hiding hu-
man activities (ILO, 2019).

The online companies expect their workers fulfilling these tasks are
work as accurately and smoothly as robots and software, and if any-
thing goes wrong, these individuals are to be given a rating/review
which is compared to their counterparts within the firm. Negative rat-
ings can lead to implications in continuing to work together with the
company which can eventually lead to a termination of their working
agreement. The result is to be classified as “emotional labor’, as eve-
ryone is expected to show unprecedented hospitality and always be
joyful with customers. For the companies, this kind of method proves
to keep their organization “lean” as it forces to shift all of the customer

care to the individual workers. Clients are given the perception that

13
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the individual performing the task is at fault if any, and not the com-
pany itself. Furthermore, by labeling the workers in the gig economy
as independent contractors, any potential indirect liabilities or insur-
ance obligations towards customers is shifted toward their employees.
A majority of duties associated with employment laws and labor pro-
tections, revolving around jurisdiction, compliance with minimum
wage laws, contribution to social security, antidiscrimination regula-
tion, sick pay and holidays are all excluded in the gig economy (De
Stefano, 2016).

The above-mentioned issues are traded off by reporting to allow flex-
ibility connected to a self- employment status. The individual worker
decides when and for how long he wants to work. This allows them to
find work they might not be able to have found otherwise, allowing to
match a better work-life balance. Moreover, it is seen as an oppor-
tunity to earn extra income for people who are in need of some extra
cash or any restricted person with disabilities (Donovan. S. A., Brad-
ley, D.H., & Shimabukuro, 2016).

However, with all these arrangements in mind, most jobs in the gig
economy enter a global dimension of competition through the internet.
Not only between workers but also businesses face more fierce com-
petitiveness who share the platform in order to reach potential cus-
tomers (Agrawal, 2013). By allowing more competition to enter the
market than ever before, compensation for carrying out these tasks
are pushed down. In other words, workers are forced to cut down on
their good deal of flexibility and instead work longer hours in order to
make actual earnings and beat the competition (Berg & Janine, 2016).
Allowing participants from anywhere in the world to execute their tasks
online limits flexibility in particular. If a U.S. based company needs
certain micro-tasks to be done during their working hours, parties in
different geographical regions and time zones, require to work late at

night or in the course of very unsociable hours (Gupta et al., 2014).
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The United States Department of Labor addressed this general prob-
lem. The ongoing issue of this debate related to disguised forms of
employment relationships, is that there is no official terminology of
what nonstandard employment is. The latest debates on this topic
reached some significant conclusions. According to the experts of the

International Labor Office, nonstandard forms of employment:

‘include, among others, fixed-term contracts and other forms of tem-
porary work, temporary agency works and other contractual arrange-
ments involving multiple parties, disquised employment relationships,
dependent self-employment, and part-time work” (ILO, 2015b, 50; as
cited in De Stefano, 2015)

These decisions were made during a meeting consisting of three par-
ties of experts on non-standard forms of employment. Similar to non-
standard employment is contractual employment. This involves nu-
merous parties, such as temporary agency workers and workers op-
erating via subcontracting or outsourcing practices. As a result, these
workers are often left confused as to who their actual employer is. This
could cause a lack of transparency where workers may find it chal-
lenging to identify who is responsible for any disagreements within the

contract (Agrawal et al., 2013).

An excerpt of the terms and conditions agreement of Amazon Me-
chanical Turk makes sure that the specifications in service agreement
exclude any employee relationship agreement between the platform

or app and the worker.

“As a provider you are performing Services for a Requester in your
capacity as an independent contractor and not as an employee of the

Requester.” . . .

... This Agreement does not create an association, joint venture, part-

nership or franchise, employer/employee relationship between

15
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Providers and Requesters, or Providers and Amazon Mechanical
Turk” (Amazon Mechanical Turk Participation Agreement, Dec.2,
2014)

Work on demand app platforms have similar clauses. For instance,

TaskRabbit's terms of service agreement states:

‘to indemnify, hold harmless and defend Company from any form and
all claims that a Tasker was misclassified as an independent contrac-
tor, any liabilities arising from a determination by court, arbitrator, gov-
ernment agency or other body that a Tasker was misclassified as an
employee (including, but not limited to, taxes, penalties, interest and
attorney’s fees), any claim that Company was an employer or joint
employer of a Tasker, as well as claims under any employment termi-
nation, employment discrimination, harassment or retaliation, as well
as any claims for overtime pay, sick leave, holiday or vacation pay,
retirement benefits, worker's compensation benefits, unemployment
benefits, or any other employee benefits” (Terms of Service TaskRab-
bit, 2019)

By making sure workers agree to these terms and conditions, compa-
nies ensure that they are not held liable for any classification of work
relationships and distancing themselves from any future classification
laws that would instill these worker rights. The gig economy therefore
allows companies to thrive through platforms and apps by avoiding
having to pay for all the benefits one would receive as an employee of

a company.

Advantages of the Gig Economy

With the technological advancement, the idea to freelance work once
in a while has picked up enormously. Previously the economy was

solely driven by full-time employees who occasionally performed
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freelance tasks. With more and more businesses resolving to plat-
form-based services, people have been drawn away from full-time
jobs in order to continuously shift from different types of work within
the gig economy. People, for example, can utilize their car and drive
for a few hours for Uber and afterward perform other tasks on their
computer via TaskRabbit (Allon, 2019).

It is expected that the economy will further grow and a vast amount
of proportion is being shaped by the gig economy. According to Price-
waterhouseCooper (2008), the gig economy is set to be worth 63 bil-
lion USD globally (Anastasiu, 2016).

This is inevitable as companies are entering the digital era as several
factors are influencing people’s decisions to be part of this industry
(Balaram et al., 2017). Research from Deloitte (2017), claims that Mil-
lennials do have preferences for non — traditional work forms. Their
main reasons are: the increasing number of opportunities given
through technology, more flexibility, and the uncertainty about the
economy (Brown, 2017). In particular, one-third of millennials already
opt this kind of freelance type work as compared to full — time employ-
ment (Deloitte, 2017).

With the 2008 recession, when millennials were entering the work-
force, many faced difficulties to find full — time employment and were
forced to enter the gig economy, due to the lack of choice and availa-

bility to work in traditional working arrangements (Brown, 2017).

To summarize, individuals have to choose for themselves, which type
of work employment relationship suits them best. Table 1 illustrates

all major advantages and disadvantages of the gig economy:

17
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2.3

Advantages:

e Work — Life Balance

o Flexibility

e More opportunity through
technology

¢ Uncertainty about econ-
omy

¢ Reduction in transaction
costs and growth in
economy

¢ Maximize underutilized
assets

¢ Ability to add an addi-

tional income stream

Disadvantages:

e Emotional labor

e Disguised labour em-
ployment forms

e Labelling as independ-
ent contractor

e [ndirect liabilities and in-
surance shifted towards
worker

e Self — employed status

e More competition in the
market

Table 1: A comparison of advantages and disadvantages (summary based on the

literature presented in 2.1 and 2.2)

Employment Forms

In general, the status of employment refers to an economically active

person within a company based on a contract concerning his or her

18
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employment. There are three main types of employment types which
have been there over the decades. Namely, the worker, the employee,
and the self — employed. Workers are confronted with less legal rights
than employees. These include protection against discrimination and
unlawful deduction from wages and entitlement to the national mini-
mum wage, not having to work more than 48 hours on average per
week, a minimum level of paid holiday and a minimum length of rest
break (Gov.uk, 2019).

In Austria, the term “worker” is used for individuals carrying out man-
ual work. This type of employment relationship enjoys the minimal
form of legal protection. The term “employee” is for individuals per-
forming commercial activities. They are entitled to a much better em-
ployment status. There are two classical types of contract employ-
ments. Namely, full or part — time employees. Both of them qualify to
the same rights such as leave entitlement, protection against dismis-
sal, social insurance, sick pay, accident, unemployment and pension
insurance. Marginal employment contracts are exempt from these

benefits as they work under 10 hours a week. (Migration.gv.at, 2019).

A self-employed person does not own any form of employment rights
as they are their own boss. This means that they decide when and
how they work and have to take care of their success in the business
(Gov. uk, 2019). In Austria, new formed self-employed people report
their activities to the Social Insurance Institution for Trade and Indus-
try. This covers them with sickness, pension and accident insurance.
Since 1 January, 2009, self-employed people have been allowed to
insure themselves against the risk of unemployment (Migration.gv.at,
2019).

There are several subpar working arrangements such as interns, vol-
unteers, apprenticeships, contractors, and independent contractors.
For the relevancy of the topic, the paper will only discuss the form of

independent contractors.

19
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The gig economy has made heavy use of this kind of working arrange-
ment. The individual who agrees to becoming an independent con-
tractor with this sort of working conditions undergoes various tasks for
a business under a contract different from a contract of employment.
Income is generated through a limited customer base, depending on
supply and demand. The individual is only informed about how the
work is to be completed but other than that, is very flexible in his work-
ing arrangements. As this form of work does not fall under the cate-
gory of a formal employment agreement, workers are not legally pro-
tected by the labor laws which include, having the right to minimum
wage, social insurances and vacation and sick pay (ILO, 2019). In
Austria, this type of employment offers limited protection as well. The
only addition is that they get to be fully socially insured. Since 2008,
there has been the addition of unemployment insurance as well. The
fees to pay for the Chamber of Labor, which is compulsory in Austria,

has to be covered by employees themselves (Migration.gv.at, 2019).
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3  THE MILLENNIALS:

With the retirement of many Baby Boomers (born 1946 - 1964), un-
derstanding generational shifts are especially crucial given that organ-
izations strive to recruit and retain younger generations for their re-
placement (Twenge et al., 2010). The term “Baby Boom Echo” was
first used by economist David Foot who defines the generation born
between 1980 and 1995. These are the children of the “Boomers.”
Various authors labelled these children as “Generation Y,” “Nexters,”
“Nexus Generation” and “Millennials” (Burke, & Ng., 2006; Zemke et

al. 2007). For this research, we continue with the term “Millennials.”

With the characteristics and events that shaped this generations lives
(e.g., globalization, rapid technological advancement, increasing de-
mographic & diversity), Millennials are known to “want it all’ and “want
it now”, in terms of good pay and benefits, rapid job advancement,
work-life balance, exciting and challenging work and while also con-
tributing to society (Ng, Schweitzer, & Lyons, 2010). Generational dif-
ferences in work values have received extensive media coverage as
managers are wondering if it's just their perception, or if this young
generation of workers is different (Alsop 2008; Chao 2005; Gloeckler
2008; Needleman 2008). It is anticipated that with the projected short-
age of workers over the next 25 years (Statistics Canada, 2007), Mil-
lennials will have a high level of choice in choosing for which organi-
zation they want to work for. Companies are being assessed based
on working conditions, opportunities, flexibility, and even amenities.
(Ng, Schweitzer, & Lyons, 2010). Managers have already reported
saying, “we are not interviewing them, they are interviewing us” (Kyle,
2009).

3.1 Organizational and Job Attribute Preferences of Millennials:

Millennials are expected to make up half of the global workforce by

the year 2020 (PwC, 2011). They are stereotypically seen as self —
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centered, unmotivated, disrespectful, and disloyal (Myers and
Sadaghiani, 2009). These characteristics are said to make it difficult
for organizations to depict how communication with Millennials should
be developed in order to develop relationships with other generations
within the company itself. Literature and the press have described
them as the “look at me” generation. In other words, they are overly
confident and self — absorbed (Pew Research Center, 2007). Another
problem of this generation was the lack of loyalty and work ethic
(Marston, 2009).

On the other hand, academic research describes their positive char-
acteristics often to be “self— reliant,” independent and entrepreneurial
thinkers (Martin, 2005). They tend to be optimistic, cooperative, trust-
ing, achieving and civic-minded (Kowske, Rasch, & Wiley, 2010), &
demonstrating higher narcissism and self — esteem, and lower need
for social approval than previous generations (Twenge & Campbell,
2008). Hershatter & Epstein (2010), argue that Millennials consider
technology to be a sixth sense and are very knowledgeable and su-
perior in the field of technology (Deal, Altman & Rogelberg, 2010). The
introduction of social media plays a significant role in information
seeking behaviors (Holliday & Li, 2004). Factors such as their con-
sumption habits and preferences (Bakewell & Mitchell, 2009; Noble,
Haytko, & Phillips, 2009), buying behaviors through social media
(Pate & Adams, 2013), cause-related marketing responses (Cui,
Trent, Sullivan & Matiru, 2003), attitudes towards internet related eth-
ics (Freestone & Mitchell, 2004), and their political engagement (Kiesa
et al., 2007), play a significant role in investigating Millennial expecta-
tions. Extensive literature identified five predominant categories:
work-life balance, excellent pay and benefits, opportunities for ad-
vancement, meaningful work experiences and a nurturing work envi-
ronment (Ng et al., 2010).
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3.1.1

3.1.2

Work/Life Balance

It is reported that Millennials struggle to understand their parents con-
tinuously working extended hours only to be laid off due to corporate
downsizing, many layoffs, and high divorce rates (Loughlin and Bar-
ling 2001). This has led to Millennials choosing “making a life” over
“‘making a living” (Zhang et al., 2007). One of the significant incidents
which shaped this perception was the 2009, September 11 terrorist
attack which caused them to reassess their life priorities and a lifestyle
that revolves around their personal life and not their work (Corporate
Leadership Council, 2005). Furthermore, given that they enjoy a sig-
nificant level of higher education, Millennials tend to accommodate the
terms and conditions within their job contracts, by demanding work-
life balance at every stage of their careers (Corporate Leadership
Council 2005; McDonald and Hite 2008).

Good Pay and Benefits

It is argued that good pay is the most motivating and important ele-
ment in choosing jobs for Millennials (Corporate Leadership Council,
2004). Although many employees who seek other jobs early on, are
said to be willing to take a pay cut in order to find the right job. This
can be related to environmental and social issues within their work
culture or working too much, which results in uneven work-life bal-
ance. Millennials are more likely to stay in jobs when their mission
statements match their values. Smaller companies have a higher
chance of Millennial employees to job hop as those struggles to offer
continuous advancements in their career and financial rewards
(Forbes, 2017).

It is believed that financial rewards are seen as a high need for feed-
back. McClelland (1965, p.7) argued that:
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“the person with a high need for achievement is interested in money
rewards or profits primarily because of the feedback they give him as
to how well he is doing. . . The money reward is not the incentive to
effort’.

Another study conducted by a university student, argued that Millen-
nials were drawn to getting good grades due to a feeling of receiving
rewards which had no affiliation to academic abilities. Hill (2002) de-
scribed this as the “ability performance nexus”. This demonstrated
that Millennials did not understand the relation between what they ex-

pect to achieve and what they are actually capable of achieving.

3.1.3 Prospect of Rapid Advancement

Simon Sinek (2017) is a leadership expert, a professor at Columbia
University, founder of SinekPartners (Corporate Refocusing) and au-
thor, who believes that Millennials have a reputation for “job hopping.”
He believes that the advancement of technology has shaped the Mil-
lennial perception by receiving instant information. Thus, influencing
their psychological emotions which invariably grant immediate gratifi-
cation, be it through likes on social media, gaining knowledge in a
matter of seconds through the internet or connecting with people
through text messages rather than in person. Job promotions and sal-
ary increases are very important to Millennials. The only process
which does not result in instant gratifications is entry level jobs, push-
ing Millennials to rethink their current job situation. If they are not given
a quick reward within their company, they will look for an employer
that will provide better opportunities (Corporate Leadership Council,
2005; Twenge, 2006).

It has also been reported that if promotions were not in reach within
the first six months of working, they would ask themselves if they were

doing anything wrong (Erickson, 2009). Another report from an
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3.14

3.1.5

investment banker who had been new to the job, said that he could
not wait two years to get promoted and instead would develop his
skills as much as possible to then move on for something bigger and
better (Pooley, 2006). Furthermore, it is believed that Millennials are
a product of pampered upbringing which has resulted in them putting
in minimal effort in order to receive a promotion for which they feel

entitled to (Corporate Leadership Council, 2005; Twenge, 2006).

Meaningful Work Experiences

Work has to have a sense of meaning and at the same time be ful-
filling. A paycheck is not the only important thing (Lancaster and Still-
man, 2002; Yang and Guy, 2006). Companies value and mission
statements and corporate responsibility play a vital role in Millennials
decision making. (PwC, 2008). They inquire about job mobility and
international assignments in order to explore and learn new things
(PwC, 2008). As a result, less meaningful work proves to demotivate
them as compared to more challenging and appealing experiences

(Corporate Leadership Council, 2005).

Nurturing Work Environment

Schools have emphasized on various group activities and assign-
ments during Millennials era (Lowe et al. 2008). This laid the founda-
tion of the social aspects of work they aspire to. Friendly co-workers,
a fun environment while collaborating closely and learning from their
colleagues and supervisors are essential (Lyons, 2003). Managers
have to be available for constant feedback and be able to form friend-
ships (Corporate Leadership Council, 2004). In short, working to-
gether with people around one another, plays a significant role in de-

cision making.
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3.2 Millennials Technological Advantage

From being able to access the internet through computers to eventu-
ally through smartphones, this generation is the first one to be been
born into households equipped with technology and has grown up sur-
rounded by digital media (Gorman et al. 2004; Raines, 2002). It is also
stated by popular literature (Pew Research Center, 2007), that Millen-
nials are more congenial in engaging with digital media than previous
generations. As a result, they have a higher media consummation rate
as they spend more time per week not only following but also creating
content online (Deloitte, 2009; Consoli, 2006; Marketing Charts,
2007).

Organizations who are familiar with these Millennial traits have used
these beneficiary skills and characteristics to their own good for their
communication and information technologies (CIT’s), such as the
world wide web and instant text messaging (Gorman et al., 2004; Tap-
scott, 1998).

This advancement of technology has allowed many to be more flexible
with their work as well. It is easier to decide when and where to com-
plete specific tasks via smartphone, tablet, or laptop. The desire for a
more work-life balanced lifestyle is also a result of this (Randstad
Work Solutions 2007; Simmons, 2008). At the same time, Millennials
do enjoy a supportive supervision and structure of their work (Ondeck,
2002) even though it contradicts many of the desired flexible and

work-life balanced lifestyles.

3.3 Value Differences of Previous Generations

According to empirical and various accessible press sources, previous
generations believe that Millennial newcomers are not entitled to any-

thing and should “pay their dues” as they did when they started as
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new employees (Marston, 2007). As research suggests, careers play
a pivotal role in previous generations lives (Collinson and Hearn
1994). Boomer workers are described to have sacrificed much per-
sonal life on behalf of the firm. They are said to have been working 55
— 60 hours a week. This has led to an expectation that promotion is
only granted with hard work, dedication, and patience (Chatman and
Flynn, 2001). Boomers had accepted competitiveness but were ready
to struggle in order to rise in organizational ranks (Gursoy et al., 2008).
The term “workaholic” derived from the work ethic of young boomer
adults who no understanding of the term “work life — balance”
(McGuire et al., 2007; Stauffler, 1997).

This has interfered with Millennials values as they feel that building a
long-lasting, hard-working career is not the primary motivator for them
(Marston, 2007). Some empirical research by Wentworth and Chell
(1997), does suggest that this is because younger aged people are
generally less caring about the prospect of a long lasting and reward-
ing career which has nothing to do with a specific generation. Alt-
hough, there was evidence to be found that Millennials showed

stronger differences in life - goal values.

With the effect that Millennials were constantly in contact with their
friends, through the help of technology and being able to decide and
manage their time even more efficiently, allowed them to develop a
significant amount of interests outside the workplace. This caused
some of the more senior workers to rethink their interests as well.
Boomers especially, have asked themselves if all the long hours in the
offices and personal sacrifices have led to long - lasting happiness
and other benefits they had hoped for (Collinson, 1997).

In the aftermath effect of these generational shifts, some organiza-
tions have readdressed their firm's expectations. For example, the

company Deloitte (2017), had improved its 33% turnover rate for
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women when it readdressed its requirements to be able to work 80-

hour work weeks (Babcock and Laschever, 2003).
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4 METHODOLOGY

The methodology will clarify the underlying assumptions within the gig
economy and justify the sets of methods and procedures used. The
research question investigates Millennials reasons for entering the gig
economy or not and the impact the perceived advantages and disad-
vantages has on their future decision making in employment relation-
ships. The research approach is a mixed methods approach. This
means that both quantitative and qualitative methods will be used.
Quantitative research uses instruments to congregate numerical data
or data that can be transformed into usable statistical data. It is used
to gather patterns of certain behaviors and opinions towards an issue.
In the present research a survey has been sent out to several individ-
uals representing the Millennial generation. This will allow the re-
searcher to collate the results to certain character traits of Millennials
backed by the literature part. Furthermore, it will test if Millennials are
a generation of job hoppers as stated by the Gallup report (2016). The
results of the quantitative research will be then analyzed and summa-
rized. In order to complement the survey data which is based on gen-
eral questions related to the Millennials” perception of the gig econ-
omy implicitly, an interview guideline with in-depth questions has been
designed. The purpose of the interviews is to further understand how
individuals perceive their jobs and what their reasons were to choose

their type of work.

As mentioned, qualitative research will be conducted in the form of
Interviews. This will accredit the researcher to selectively target spe-
cific individuals in order to attain more in-depth analysis. The interview
sample size for this will is relatively small as compared to the quanti-
tative research part. The information compiled will then be aligned with
the results of the survey, which will then be compared to the literature

review once again to further conclude new findings.
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4.1 Research Strategy

Creswell (1994) argues that researcher bias is inevitable. He claims
that methods and strategies used can lead to an inclination towards a
particular behavior. This research is conducted using an empirical,
quantitative and qualitative methodology. The data findings discuss
the proposed research question. This approach was chosen in order

to achieve clear measures of certain Millennial character traits.

The survey consists of 36 questions with open ended questions writ-
ten in English language as well as single and multiple-choice answer
possibilities. Not all questions had predetermined answer options in
order to allow full discretion in understanding individuals problems and
issues. In order to investigate the Millennial character trait findings, a
Likert scale approach was administered towards the end of the sur-
vey.

The scale reached from 1 — 5, with 1 showing the least importance

and 5 the most importance towards the designated question.

In order to understand the majority of Millennials issues, the top 4 an-
swers were selected to generalize and highlight the most relevant find-
ings. All detailed questions and answers can be reviewed in the Ap-

pendix section.

4.2 Sample Size

The survey targets Millennials born between 1980 and 2000. The
number of respondents was 87 which was considered adequate for
an explorative analysis of the new phenomenon of the gig economy.
The 88" respondent still showed up in the results but was left out as

conclusions had already been analyzed before the respondent’s
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submission. For the purpose of the explorative research, a small sam-
ple size seems to be adequate and doable to create a fitting outcome
in this master thesis. The limited size could have allowed for a certain
margin of error. A purposive sample strategy was chosen based on
characteristics of the Millennial generation born between 1980 — 2000

in order fit the objective of the study.

Interviewees were selected based on convenience. This means that
the researcher targeted specific character traits which would fit the
picture of the gig economy. The survey response rate of Millennials
having worked within the gig economy was low, which did not allow to
fully understand the motivations behind joining it. All the individual
people had also conducted the survey by themselves prior to the in-
terview questions. Every interviewee held disparate characteristics
which was essential in order to conclude findings in more in — depth
understanding. They were was confronted with the same three ques-
tions. By asking open — ended questions, the researcher allows him-
self to change the order of the questions resulting during the discus-
sion. Furthermore, he is able to exclude questions when inappropri-
ate, or to inquire about more detailed information (Kvale, 1996). Such
was the case with the Interview of an Uber driver in India, who was
unaware of the disadvantages of the gig economy. He was then con-
fronted with an additional question which explained the disadvantages

to him and then asked about his opinion on them.

In general, the first question of the interview inquired about the indi-
vidual's specific employment status. This was followed up by asking
them about the advantages and disadvantages within their working
arrangement and lastly, if they saw themselves working in this em-
ployment relationship for the rest of their lives. The individuals agreed
to give out their names. Mrs. Alexandra Martinez was contacted via
Social Media. Mr. Sadi Nouri was interviewed in person. Mrs. Aisha
Wu, Mr. Harpreet Singh and Mr. Muhammad Adrees were contacted

via telephone.
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4.3 Data Collection of Survey

The survey questions and circulation as well as analysis was com-
pleted using Google Docs. This option was chosen due to the ease of
set up and no cost structure. The invitations followed via Facebook
and WhatsApp. Responses were collected during a three - week pe-
riod from the 2nd May to the 21st of May. Personal contacts did play
a vital role in this survey. To maximize response rates, a Facebook
group sharing each other's surveys was joined to further help with the
research. Since many respondents in the survey were familiar to the
researcher, there might have been an unfair representation of the Mil-
lennial generation. A non-probability sample approach allowed for cer-
tain target groups to be left out in the survey. A few questions were
ignored after evaluations as they proved to be too open-ended in order
to assess a proper consistency in result findings. A very accurate rep-
resentation of the general population was not possible. These mis-

takes were then compensated via personal interviews.

4.4 Data Collection of Personal Interviews:

In order to compensate, individual interviews were undertaken of var-
ious social classes and backgrounds to evaluate a more unbiased re-
sult. Millennials from different regions and social classes might show
very different results towards certain questions, the results could de-
viate from a more general standpoint. The reason this approach was
chosen was also due to time constraint, ease of administering and
lack of tools to reach large pools of the Millennial generation world-
wide. The intention was to allow interviewees to answer as detailed
as possible. As Kvale (1996) suggests, when every interviewee is
asked the same open-ended questions, a quicker analysis can be

formed and compared.
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The prior knowledge of the individuals working relationship was im-
portant for the research question. Further inquiries were based on the
collected data from the survey results and literature review.

This allowed for better understanding of Millennials views with differ-

ent interests from diverse cultures and social classes.

Ethics

Respondents were notified that the survey is intended for an MBA re-
search graduate dissertation paper. Participants were notified that
their answers were to remain undisclosed and anonymous. Addition-
ally, respondents knew that their cooperation in this study was entirely
voluntary, and one could exit the questionnaire whenever they
wanted. This could have affected the survey results if participants de-

cided to leave the survey midway.

Interviewees were informed about the researcher publicly citing their
answers. Names were therefore, to be kept anonymous if requested.
All of the interviewed people permitted the use of their names in this
research paper.

Permission to ask the given questions in the survey and interviews

was granted by the IRB.
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5 EMPIRICAL RESULTS

A self-administered online survey was conducted using “Google Docs”
to collect primary data from people of the Millennial generation. A total
of 87 survey answers were collected from May 2nd to May 15th. In
order to reach every participant, the study was sent via Email, Face-
book or WhatsApp. Participants were handed a questionnaire in Eng-
lish language consisting of 36 questions set up with single and multi-
ple choice as well as open-ended questions. The survey did not en-
tirely consist of pre-determined answer options, which resulted in a
more complex task of analysis in the end. This survey helped to figure
out if the stereotypical characteristics of Millennials were accurate and
if the reasons for either choosing or not choosing a platform-based job
depended on the lack of opportunities for this generation, the ad-
vancement of technology or preference for good social benefits and

or flexibility.

5.1 Sample Description

The first part of the survey consisted of nominal scale questions iden-
tifying the demographics of respondents, such as age, gender, and
the level of education. The survey sample consisted of 55 male and
32 female participants out of which ten were born between 1980 —
1989 and 75 were born between 1990 — 2000. Two were born before
1980 and were taken out of the survey as they did not represent the
Millennial generation. One late survey submission was ignored due to
results having been analyzed before. The majority of participants were
Austrian (39 out of 87), followed by Indians (17 out of 87) and Ameri-
cans (12 out of 87). A Total of 17 out of 87, held other nationalities.

The sample assessment of vital information is defined below:
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Figure 1: Age (85 Respondents)

= 1980-1989 = 1990 -2000

Figure 2: Nationality (87 Respondents)

>

m Austrian m Indian = USA = Other

Ongoing questions were asked in order to gain insight if participants
pursued further higher education and simultaneously worked side by

side.

rigure 3: Education level (Completed) (s7 respondents)

m < High School = High School = Bachelors = Master

35



(M|ODUL viEnna
UINIVERSITY

Y- PRIVATE _UNIVERSITY

Millennials are believed to be a generation of job hoppers, which is
why one of the first questions illustrated below, asked “Have you or
are you working alongside your studies?” The researcher wanted to
know how many individuals considered needed to work during their
studies and if the ones who had not pursued higher studies showed

different response rates in numbers of jobs worked.

rigure 4: Have you or are you working alongside your
studies? (87Respondents)

25, 29%

11, 13% '

=Yes mNo | am working but not studying

The following question asked “How many jobs have you worked since
graduation”. This was a closed question with 5 possible answers. In-
dividuals who noted that they had not graduated from high school,

were left to answer according to their interpretation of the question.
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rigure 5: HOW many jobs have you worked since
graduation?

@

m0jobs m1lJob =2 Jobs m=3Jobs =4+Jobs

Figure 6: Ind Ustry (130 Responses)

3

= Hospitality = Business = Construction = Transport = Other = Never worked

Figure 6 allowed individuals to choose multiple answers which is why
the response rate is higher. The researcher assumed that people who
had worked multiple jobs had worked in more than one industry as

well.

Addressing the first question, whether Millennials are a generation of
job hoppers, the results show that the majority of them already worked
4+ jobs in the early stages of their career. Thus, supporting the claim
that Millennials are perceived to change jobs quickly. According to

Gallup’s May 2016 study “Millennials: The Job-Hopping generation”,
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six in ten Millennials are likely to switch to new job opportunities. A
reason given was the low engagement level at their workplace (Ad-
kins, 2016). As mentioned in the literature review, Millennials five pre-
dominant categories of job value attributes were, the need of good
work — life balance, good social benefits and salary, the possibility of
quick promotion, purposeful work involvement and a supportive work
environment. If these characteristics are not met, Millennials feel the

need to look for something else.

Albeit, reasons for this can be that young adults work traditional teen-
age jobs such as restaurants and retail jobs. This is because they re-
quire a significantly low amount of training and skill set. Students can
quickly start in the desired working environment without supervisors
and managers having to train them for a long time. It is usually seen,
that once graduate studies are at an advanced stage and the provided
skill set and workplace knowledge is no longer given, Millennials will
seek a change for more meaningful interactions (Greenberger, 1988).
A majority of Millennials in this study are still considered as young
adults. The researcher studying at a tourism focused university and
working in the hospitality sector himself, distributed the survey through
contacts known to him. There could have been a bias towards the
industries individuals had chosen to work for. To add, working in the
hospitality industry does not require extensive skills and less experi-
ence. By being able to work in a more flexible manner, be it part —
time, seasonal or freelance, this industry does prove to be a favorable

choice for students as well.

It is evident, that that the ones who have not pursued further educa-
tion, opted for a job in either hospitality, construction, or transport. This
is verified by the survey results. An individual interview, later on, is

provided for more in-depth knowledge about these criteria as well.

An article from Forbes (2018), attempted with the help of Pew Re-

search Center (2017) to compensate Gallup’s data by factoring in the
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data of modern Millennials (circa 2016) and GenXers when they were
the same young age (circa 2000) and then comparing it to Gallup’s
study again. The study conducted in 2016 found that, 63.4% of Millen-
nials stayed longer than 13 months with their employer and 59.9% for
GenXers in 2000. To add, the same working groups between Millen-
nials (2016) and GenXers (2000), were also to be found having stayed
for five years or longer. 22% for Millennials and 21.8% for GenXers to
be precise. The results were even more noticeable among university
students (Fry, 2017). As a result, the new research of Pew Research
Center (2017), showed a similarity between employer loyalty of differ-
ent generations, again shielding the argument that certain low-skilled
entry level jobs do not satiate the young adults in general rather than
a specific generation. This insinuates that Millennials are job hoppers
but one should understand that they are not the only generation hav-

ing compassed these decisions in their young adult life.

Following the distribution of Millennials first type of employment status
is represented below. The majority of employment relationships indi-
cate a further short — term working agreement. Internships are solely

ventured by young adults who want to gain first - hand work experi-

ence.
Figure 7: First Em ployment Status (86 Responses)
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Out of these, the follow-up question asked Millennials if they had ever
performed short term work over online platforms. The results showed

that 64 out of 87 respondents had never pursued gig type work.

rigure 8: Have you ever worked short term jobs
through an online platform? (s7responses)

= Yes = No

Addressing the research question “Are Millennials driven to choose
platform-based work due to the advancement of technology and more
flexibility or prefer traditional work structures due to better employment
benefits”, is partially answered in Figure 8 and 9. Figure 9’s top three
answers did not mention a strong desire for individuals joining work
for better employment benefits. Figure 11 is listed further below on

page 42 and asked them a control question:

“What do you think are the negative sides of the gig economy?”. Only
then, the most significant answer demonstrated a strong tendency to-
wards not being able to enjoy the proclaimed social benefits after per-
forming gig type work. According to Figure 3, 66% of respondents had
already obtained a bachelors or a master's degree. Therefore, as
most of the respondents in this survey were individuals studying or
had already studied for a higher degree. A bias towards the opportu-
nities to choose their type of work was definitely to be found. There-

fore, interviews of different social classes and from the emerging
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markets were undertaken to conclude, if the same reasons aligned

with the low amount of gig type workers from the survey.

In order to compare certain patterns of gig workers, the survey re-
spondents who answered that they had worked in the gig economy
once in their lifetime, were separated and analyzed. The specific re-
sults are not shown in the survey sample. Instead, the researcher had

to analyze the demographics and answers accordingly.

Individuals who worked through an online platform-based company
consisted of 15 male and 8 female candidates. Out of the male partic-
ipants one held a bachelor's degree and one a master’s degree. 6
held a high school degree and 7 had no degree at all. The participant
with a master’s degree claimed to have worked as a web designer.
He was of Indian origin. The bachelor student was an American and
both the Indian and him, claimed to prefer to work full time after their
studies. The gig work was used to add income during their time of
studying. For the individuals with had only a high school education to
no formal education at all, all of them claimed to have worked in
transport or as hiring staff personnel. Everyone claimed to prefer to
have full - time employment. All of the individuals were from different
origins, namely India, USA, Turkey, Serbia and Austria. Females who
had claimed to work through an online platform constituted of two
Americans with a bachelor's degree. Both of them were self — em-
ployed. Four female respondents held a high school degree originat-
ing from Austria, USA, and Pakistan. Two female respondents did not
hold any degree at all, one coming from Pakistan and the other from
Austria. A difference is seen in work experience. The majority of fe-
males worked in the hospitality sector in restaurants or as hiring staff,
compared to their male counterparts where the majority worked in
transport or construction. The most frequently named online platform

company was Uber.
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Overall, there is a clear indicator that the majority of Millennials still
prefer traditional working relationships. Question 14 required the re-
spondents who had chosen gig type work to tell them what their prime
reasons were for exercising such jobs. Again, the answer board was
left open-ended to allow full freedom of choice in answering. The top
3 answers turned out to be 1) “Flexibility”, followed by 2) “Money” and
then 3) “Ease to get a job.” (Figure 9)

rigure 9: If yes, what was your primary reason for
entering this type of work? (16 respondents)

m Flexibility = Money Ease to get job

In order to find out why many of the respondents did not pursue such
a job which guaranteed them their desired character traits, the survey
investigated what they thought were the negative and positive sides
of the gig economy and working relationships. Again, both questions
were left open-ended in order to give respondents a full range of free-
dom to answer. The top 4 answers for “What do you think are the
positive sides of the gig economy?”, are listed below (Figure 10). The
single most positive factor about working in the gig economy again
was flexibility. On the other hand, the negative side of the gig economy
was being paid less than a traditional job and also not having the
needed social benefits within this working arrangement. This is also
the concern the ILO had raised about the gig economy in the literature
review. It shows that majority of Millennials are aware of the issues

with gig type work.
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The question “If you had the choice: Would you prefer gig type work
or full — time employment?”, was another open - ended question. The
data listed above (Figure 12) shows the top five answers. There is a
significant number of individuals still willing to work in the gig economy
even with the proclaimed disadvantages. It is evident that the majority
of Millennials feel online platforms can provide the needed flexibility to
work with the downside of having fewer social benefits and unstable
income. It might also support the argument of being able to accumu-
late an additional stream of income. As labour laws are getting better
and more lenient towards more worker protection rights for gig work-
ers, Millennials might feel that this could be an option in the future if
pay and legal protection improve. The lack of blue-collar gig type jobs
in this survey analysis restricts further conclusions to the underlying

assumptions.

If given the choice though, there is no strong evidence of preference
to which type of employment they would prefer in the long run. This
can be that every individual has different aspirations for their future
and current goals. It is clearer that from a Millennials perspective the
disadvantages in the gig economy do not distinctively outweigh the

perceived advantages.

As mentioned in the literature part, Millennials are believed to be a
generation of more entrepreneurial thinkers, which is why working
flexible at any given point in time and even avoiding high employee
costs and transaction costs within the gig economy can be very ben-
eficial to them. The data did not specifically ask about the social status
of individuals which would have been essential to detect whether cer-
tain types of individuals choose gig type work over full — time work and
vice versa. The lack of finding full — time employment can be a factor
for low — skilled people having to choose gig type work as well. This
group comparison analysis was made by picking out individuals from
the survey with no degree to only a high school degree and comparing

their current employment relationships and future aspirations.
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Further questions targeted Millennials perceived character traits.
Questions 22, 23, 24 & 25 asked individuals through a Likert - scale
approach how necessary the following things were to them. The scale
reached from 1 — 5 with 1 showing the least importance and 5 the

most importance towards the designated question:

How important is money to you?

87 responses

60

40

41 (47.1%)

35 (40.2%)

20

1 (1.‘1%) 1(1.1%) 9 (10.3%)

|
1 2 3 4 5

Figure 13:

Money still plays an essential role for Millennials. This does not come
to any surprise, as stated in the literature review, good salary was to
be found the most decisive component when choosing a job (Corpo-
rate Leadership Council, 2004). Interestingly, 30 (55%) of all male re-
spondents answered with option number 5, claiming to find money
very important. Only 9 (28%) of all females chose option 5 of the an-

swer board. Only 2.2% felt money was not important.
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How important is sick pay and vacation pay?

87 responses

40

35 (40.2%)

30

20 22 (25.3%) 22 (25.3%)

10

Figure 14:

Given the fact that sick pay and vacation pay is essential to Millenni-
als, it is of no surprise that a majority of them had never performed
any sort of work over an online platform, as they usually do not support
such kind of agreements. A total of 9 male participants (22%) felt sick
pay and vacation pay was very important (5). Females similarly felt
the same way with 8 (25%) choosing option 5. The majority of individ-
uals chose option 4, indicating that a total of 65,5% find sick pay and
vacation pay either important or a very important factor in deciding

which type of work they are willing to choose.

How important is flexibility to work as much as you want and where ever
you want

87 responses

40

36 (41.4%)
30

25 (28.7%)

20 23 (26.4%)

Figure 15:
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An interesting aspect is the need for flexibility. This is claimed to be
the single most important trait of the gig economy. Traditional work-
places do not provide this but are moving towards it. Technology such
as smartphones, tablets and laptops have accustomed employees to
some sort of flexibility to work outside their offices. A total of 36% male
respondents (20) chose flexibility as very important and 44% of fe-
male’s respondents (14) saw this as very important as well. 0% felt
that having no flexibility and only 3.4% of all respondents wanted less

flexibility to work.

This aligns with the literature review part of the Millennials character
traits, where generational differences at work are to be seen. Compa-
nies are now being assessed based on working conditions, opportu-
nities, flexibility and amenities (Ng, Schweitzer, & Lyons (2010). This
is because Millennials live in a time where workers over the next 25
years will have the luxury to choose their jobs due to the projected

shortage of workers (Statistics Canada, 2007).

How important is work-life balance to you?

87 responses

60
53 (60.9%)

40

25 (28.7%)

20

Figure 16:

Furthermore, work-life balance is crucial to Millennials. This argument
is also supported in the literature review stating that Millennials had

seen their parents sacrifices only to be hit by corporate down-sizing
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and frequent layoffs. This is why they opt for “making a life” over “mak-
ing a living” (Zhang et al., 2007). 53% male participants chose the
most important option. A total of 63% of females had a strong desire
for work — life balance. A total of 89.6% of all respondents preferred

to answer important or very important.

What is your overall career path goal?

87 responses

| don't know [—1 (1.1%)

| like to be financially stable and
ind...

Good work - life balance 45 (51.7%)

Less money but more freedom/

0,
flexibility 11(126%)

More money but less freedom 17 (19.5%)

Self Employed 30 (34.5%)

good and healthy work
environment, nice...

Figure 17:

In order to figure out what the young Millennial generation sought for
their overall career path goal, the survey found that 65.5% wanted to
be financially stable and independent followed by a good work - life
balance. A significant number of Millennials wanted to be self-em-
ployed in the future. This also supports the literature review arguing
that they are more entrepreneurial thinkers. Respondents had full
freedom in answering this open — ended question. Overall a career
with good social benefits but at the same time with certain flexibility
and the option to become an entrepreneur at a later stage of their life,

seems to be the ideal career path for Millennials.
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How important are workers protection laws to you? E.g. Minimum wage,
healthcare, social security, sick pay etc.

87 responses

37 (42.5%)
31 (35.6%)

14 (16.1%)

Figure 18:

Coming back to the importance of useful benefits; for Millennials,
these incentives represent a sort of entitlement for their achievements.
It is seen as a reward for all the hard work they have gone through.
Millennials compare these sorts of social benefits to receiving good

grades in school (Greenberger et al., 2008).

According to the Congressional Research Service report (2016), rec-
orded by Donovan. S. A., Bradley, D.H., & Shimabukuro, Uber Tech-
nologies, claims that the gig economy is said to be a secondary source
of income for workers involved (Uber Technologies Inc. 2019). In or-
der to understand this work type in more detail, the organization Uber
Technologies Inc., which is a ride-sharing platform, had partnered with
an Economist named Alan Krueger (2015). 601 Uber drivers were
sampled in December 2014. During the period of 2012 and 2014 fur-
ther data was being collected. 162,037 actively partnered Uber drivers

were registered during the sample analysis in 2014.

Active drivers are accounted only when individuals had completed a
series of four of more trips within the same month. Male Uber drivers
(86.2%), were the dominant gender for this type of job, with the ma-
jority aged between 30 to 49. Half of them held at least a college de-

gree (47.7%). Most of the drivers were said to not be using Uber as
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their single sole source of earned income. 31% worked different full-
time jobs, and 30% worked part-time jobs elsewhere. The reason why
Uber was a primary draw for an added source of income was the flex-
ibility to work when and as much as they wanted (Donovan. S. A.,
Bradley, D.H., & Shimabukuro, 2016)

Alan Krueger’s survey analysis, did confirm to have struggled to col-
lect significant data. The response rate was only 11% (Hall & Krueger,
2017). Many organizations tried using a variety of methods to create
an in-depth analysis of understanding the American workforce within
the gig economy. It was argued that this topic appeared to be sensi-
tive. Hall and Krueger were only able to estimate around 600,000 gig
workers in 2015, which is approximately 0.4% of the U.S. employment
rate. McKinsey Global Institute (2015), estimates that “less than 1%”
of the American working — age population are considered as workers
operating through the online platform (McKinsey Global Institute,
2015).
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6 INTERVIEWS:

In order to gain more in-depth understanding into the growing gig
economy, personal interviews were conducted. Each individual came
from a different background in order to interpret full — understanding
of their work relationship choices. In total, 5 individuals were inter-
viewed. One Digital Nomad, who is a self — employed gig worker, one
recent high school graduate who worked as hiring staff, two independ-
ent contractors who are Uber drivers from different countries, and one

full-time employed taxi driver.

6.1 Interview with Self — Employed Digital Nomad, Alexandra Martinez
from the United States:

Kevin Chaudhry (KC): “Your name is Alexandra Martinez; you are a

27-year-old American citizen with a bachelor's degree who calls her-

self a Digital Nomad. Is this correct?”

Alexandra Martinez (AM): “Yes, that is correct.”

KC: “What is a Digital Nomad? Is it different from a freelancer?”

AM: “Completely. A freelancer can be someone who works from home
and could never leave their state or country. An example would be a
stay at home, who freestyles as a gig. A digital nomad is someone
who travels while working, thus using the world as their office space.
You can usually find a freelancer working from home in their pajamas.
Whereas a digital nomad is working online at a co-working space, air-

port, or coffee shop from places like Chang Mai and Mexico City!”

KC: “What do you think are the positives and negative sides this rela-

tionship through technology has added for employers and employ-

ees? How has it changed your life?”
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AM: “Positives - Hiring freelance, remote workers or digital nomads
saves a business time and money! Employers do not have to do tra-
ditional on-boarding, pay for insurance, cover unemployment, etc.
There are tons of benefits for the employer! For the worker, they get
to determine when they work and how. Thus, cultivating freedom,
which leads to higher work output and better quality. When you let
them do their thing from wherever they want, they perform better in
their own best working environment. Another main positive is that em-
ployers can tap into global talent pools, by contracting freelancers
from around the globe (not only being limited to hiring local people in
their small city). Now they can outsource their skills and perspectives

from different countries, sometimes for very low prices!”.

Negatives - There are none that come to mind. However, certainly, if
the business or team lacks communication as a strong point, they may
struggle with staying connected to their freelancer. However, this is
what business communication tools are for, such as Slack or Bitrix 24.
Companies can stay communicating together all day in chat rooms on

projects, just like they would meet in an office.

KC: “Do you see yourself or others doing this for the rest of your life?”

AM: “For sure, | could never go back to a 9 — 5 pm job and have
someone dictate my hours, tell me when | can take a lunch break, or
only give me two vacation weeks off per year. This just will not hap-
pen. Now that | have found my groove and found success in earning
a living this way and being my own boss, | would never go back. There
is too much power and freedom to gain. The work is way better, which

| push out on my own time, in my own way.”

KC: “Thank you for your time!”

AM: “You’re welcome!”
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According to Forbes (2018), more and more people with online-based
jobs are seizing the opportunity to take their work on their travels. As
more digital work is becoming available, the economy as it is also
shifting towards a more project-based economy. Millennials favor ex-
periences over possessions. The ability to travel and connect with
people all over the world while still earning seems like the ideal work
preference for Millennials. As mentioned in the literature review, job
hopping Millennials argue that they tend to leave their jobs the mo-
ment it feels repetitive and they cannot develop their skills any further.
The constant sense of new adventures and learning as a digital no-
mad seems to be the ultimate dream life of a Millennial. During their
early college years and the growth of the internet, this might have
started as a hobby by falling in love with posting travel adventures
online and talking about them or taking upon short term tasks which
could be executed from anywhere with an internet connection. For
many, this has become the ideal escape from the stringent corporate
world. In a way, the gig economy has promoted a new form of entre-
preneur: People who want the freedom and the flexibility to make their
own decisions without being bound by any corporate objective. By
creating space and allowing individuals to explore and further develop
new skills, the gig economy seems to provide unlimited growth of op-
portunity for individuals on their own terms. It is understood that this
sort of entrepreneurship can be compared to an online - based fran-
chising aggregator. Franchising is something that comes along with
decades of experience, proved know - how and a successful track
record. As an online gig worker, you use social media platforms as
your aggregator, thus allowing you to reach a large pool of potential
clients allowing individuals to create their own life of their dreams
(Scudamore, 2018).
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6.2 Interview with a former Hiring Staff Aisha Wu from China (Trans-
lated from German to English):

KC: “Your name is Aisha Wu You are a 19-year-old Austrian who com-

pleted her high school education, is that correct?"

Aisha Wu (AW): “Yes, that is correct.”

KC: “You worked as a hiring staff, mainly in the hospitality industry

during your school years. Can you explain what a hiring staff is ex-

actly?”

AW: A hiring staff is called upon when needed. This means that they
do not have any regular work schedule. | was mainly used in the hos-
pitality industry sector. It gave me much flexibility to choose specific
Jobs by answering E-mails saying “yes | will take this job.” For exam-
ple, | would receive constant E-mails saying they would need some-
one on a given day to complete specific jobs. Anyone interested just

had to reply to the E-Mail that he is willing to take the job”.

KC: “What do you think are the positives and negative sides this rela-

tionship through technology has added for employers and employ-

ees? How has it changed your life?”

AW: The positives are the low skill set required and quick access to
the job market and decision to take up jobs whenever you have time
or need money. If | have exams for example, | will not take up any jobs
and when | have more time | can choose to work as much as | want.
It is a good step as well to gain first hands-on experience in the job
market as a young adult, and you get to meet a lot of new people. It is

a perfect student job.

The negatives are that | only receive social insurance if | work a par-

ticular set of hours. Sometimes there are weeks or months where
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there are no jobs available. In terms of career opportunities, there are
none. You continuously are put together with different organizations
meaning you never stick to one employer who can recognize your
work. It feels like you are just someone out of many. But that is okay,

I only took these kinds of jobs for the quick access to money.

KC: “Do you see yourself or others doing this for the rest of your life?”

AW: No. Definitely not. This is as | said a perfect student job to gain
first on hand experience and to earn some extra cash. Now that | have
graduated, | will look for a stable job. | can imagine this kind of working
agreement is excellent for self — employed people though because

they do not have to carry the costs for their employees.

KC: “Thank you for your time.”

AW: “My pleasure!”

This job platform seizes the opportunity to draft a large pool of young
first - time workers looking to work occasionally for a few days in a
month to earn a little extra money on the side. Individuals can accept
or decline short - term work in a very uncomplicated way. Companies
who need quick staffing in short notice, can reach a large pool of work-
ers in a matter of seconds by sending out E - Mails to registered peo-
ple. Additionally, these companies do not have to rely on paying these
workers anything else other than the hours worked, thereby saving a
lot of additional costs a part-time or full-time employee would need.
Both the employer and employee are not bound to anything, allowing

both parties to act in a very flexible and cost - saving manner.
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6.3 Interview with 31-year-old Uber Driver Sadi Nouri from Iran (Trans-
lated from German to English):

KC: “Your name is Sadi Nouri. You are from lran and 31 years old and

an IT graduate? Is that correct?”

SN: “Yes, that is correct.”

KC: “You currently work as an Uber driver as an independent contrac-

tor. Can you explain what that is exactly and why you did not choose

to drive a taxi?”

SN: “Well, | drive Uber because | came from Iran 2 years ago to find
a job in the industry. | have studied my bachelors. Until now, | have
not been able to find a job, so | am currently working as an Uber driver
to pay off my bills. It is better than living off social welfare, which is too
less to make ends meet at the end of the month. Now | have additional
income with being an Uber driver, and | am also active. An independ-
ent contractor is someone who has a contract with the company that
allows you to work whenever you want and as much as you want. |
did not have to complete the taxi exam, which is mandatory if you want

to drive as a cab driver. With Uber, | could immediately start my job”.

KC: “What do you think are the positives and negative sides this rela-

tionship through technology has added for employers and employ-

ees? How has it changed your life?”

| prefer this type of working relationship. In my opinion, the taxi busi-
ness has a bad image. They are always unfriendly and older drivers.
As Uber driver, | give my customers more flexibility as well. They can
listen to their music and ask me anything they want in particular
through the phone before | pick them up. | also feel that with Uber,
there is more demand. Additionally, the great advantage is that when

I drop off someone, | do not have to go back to a station and wait for
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my next call. | can start from anywhere | am, and Uber tries to find me
the closest customer available for pick up. This saves me much time.
In terms of safety, what | find great about Uber is that during the night
time shifts, | always know who the person is | am picking up because
it shows in the app. | have his credit card details, his name, and his
rating as well. With taxi drivers, they do not know whom they pick up.
I can be anyone. Moreover, | have heard stories about many cab driv-
ers who were insulted and even physically attacked by their customers
or robbed. Without any form of identity, it is difficult for them to trace
the customers. Thanks to Uber | feel safe to the driver at night. | hon-

estly do not see any negative sides to this working agreement.

KC: “What do you think about the fact that Uber drivers as independ-

ent contractors are not insured and enjoy fewer social benefits com-

pared to traditional full-time employees?”

SN: Why do you say that? | can also have full-time employment as
an Uber driver. As an independent contractor, | make more money
though. I earn up to 2300 Euros, which is excellent. How much do taxi

drivers earn?

KC: “Do you see yourself or others doing this for the rest of your life?”

SN: “No, of course not. As | said, | have a degree in IT. | am currently
looking for jobs, but my problem is that when | arrived here, | could
not speak any German. | was shy to speak it. Thanks to Uber, | was
able to talk a little with my customers and gain confidence. | still have
to finish my German exam, but now with all the work and me having
moved to a house with my wife in the 19th it is not easy to pay off the
rent etc. but the quality of life is so amazing and worth It, | love it. | am
at peace here, and this district is much nicer than the other ones. | will

see when | will find the time to finish my German classes”.
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KC: It was a pleasure meeting you, thank you”.

SN: “No problem, sir!”

The Uber driver here claims to be working to earn money until the time
he finds a job in his field he has studied. Uber claims to help individu-
als find temporary work in order to pay their bills, rather than employ
the people. It has become a very popular and in - demand app for both
customers and workers. Thus, creating uncertainty about workers
conditions wanting to perform this work full - time. In this case, Uber
seems to be a better mode of transportation for both worker and cus-
tomer as it even insinuates safety and ease of use while also allowing

an individual to work during his time of studying the local language.

Interview with 25-year-old Uber Driver Harpreet Singh from India
(Translated from Hindi to English):

KC: “Your name is Harpreet Singh, and you are a 25-year-old Uber

Driver in India. You did not go to school. Is that correct?”

HS: “Yes, that is right.”

KC: “You currently work as an Uber driver as an independent contrac-

tor. Can you explain what that is exactly and why you did not choose

to drive a taxi?”

HS: Sir, this is the first job I got. | would take any job. | come from the
village and need to provide for my family so whoever gives me a job |

will take it.

KC: “What do you think are the positives and negative sides this rela-

tionship through technology has added for employers and employ-

ees? How has it changed your life?”




ODUL vienna
NIVERSITY

IEE- PRIVATE _UNIVERSITY

HS: The company | work for gave me a car. They said | would be a
driver for Uber and all | have to do is pay off the car in monthly install-
ments while driving customers around. For every trip, Uber will take
30% of the bill, and the company | work for takes a certain amount for

the car and its insurances.

KC: What do you think about the fact that Uber drivers as independent

contractors are not insured and enjoy fewer social benefits compared

to traditional full-time employees?”

HS: Sir. How can a beggar be a chooser? | got this job to provide for
my family. | have no education. What shall | do? It is better than being
a rickshaw or three-wheeler driver. Because | do not have the money
to purchase a rickshaw or three-wheeler. This way | got a car, and |
can pay it off monthly. My brother helps me. We take turns driving. |
drive 12 hours then he drives 12 hours. That way, we utilize the max-
imum time available to make money. It works great. If there is any
problem, me or my brother can take over for a few hours longer. If
there is a special occasion, we can turn off the Uber application and
go back to our family. As a taxi driver, you always have to do what the
boss says. Here if | work or do not work, it depends on me. As long as
| can pay the bills at the end of the month, my employers are happy
with me. They do not care how much | work or when | take a break.
Yes, at times, it is difficult to make enough money because the amount
that stays with you after paying off everything is not a lot. However, as
| said, with my brother helping me, it works out. Sometimes we have
customers who want us for more extended periods during the day or
even the whole day. Then we turn off our Uber app and drive them
around the whole day while officially being off work. If you do it once
in a while, the company does not notice it even with the mileage. We

usually say we used it for the private purpose for our family.

KC: “Do you see yourself or others doing this for the rest of your life?”
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I do not know. As long as | can provide for my family, | am happy. We
are saving up to be able to find an apartment in the city and leave the

village, so that is our primary goal.

KC: “Thank you for your time.”

HS: “No problem, sir.”

In this case, Uber seems to have opened more working opportunities
in a country with a high number of poverties. It has found a way to
bridge people with little to no education to the local economy. The
question remains whether these working conditions are to be ac-
cepted by local governments as there seems to be a high mode of
exploitation in this regard. The driver does not even know who his real
employer is, making it very difficult for him to fight any legal case he

would face in the future.

Interview with 31-year-old Taxi Driver Muhammad Adrees from Pa-
kistan (Translated from Hindi to English):

KC: “Your name is Muhammad Adrees, you are a 31-year-old Taxi

driver in Austria. You finished your high school education in Pakistan.

Is that correct?

MA: “Yes, sir.”

KC: “You currently work as a Taxi driver as a full — time employee.

Can vou explain what that is exactly and why you did not choose to

be an Uber driver?”

MA: “I work full-time 60 hours a week. | have my fixed schedules and
a lot of regular customers. | always make sure to give my own tele-

phone number to people, especially if they need me to drive them to
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the airport. | never tried Uber to be honest. | am happy with my job. |
do not need to drive at night a lot, which is a huge relief. | think as
Uber driver; you have to do that as well. | cannot say much to Uber
because | never tried it. It's not fair though that their drivers do not
have to obey the rules as we do and they also do not have to take an
exam for their license. Many Uber customers are young and do not
pay much; they only take an Uber for a 5min drive. How are people

supposed to make money with that?

KC: “Uber Drivers have the flexibility to enjoy when to work and as

much as they want. Is that not something appealing to you?”

MA: “Yes, but are they really that flexible? Can they choose to work
Just a few hours a day and make enough money? Especially as | said
with the low fees, they charge their customers. | also know many Uber
drivers they do not own the car. They rent the car on a daily or monthly
basis and then drive to make money. | have a car given to me by the
company for which | do not have to pay. Every drive they accept is
also online on a platform. There is no way to hide anything. If | take a
customer who calls me privately, for example, and he pays me in cash,
| cannot show this.

So, I think | am better off.”

KC: “Do you see yourself or others doing this for the rest of your life?”

Whichever job pays me more money, | will take it. | am not bound to
be a taxi driver. | worked in restaurants as well in summers, for exam-
ple, | often take leave from the taxi company for two months or switch
to part-time while working at a restaurant. Then | often make double

the money.

KC: “Thank you for your time.”

MA: “No problem.”
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In this case, we have a taxi driver who has been working as a taxi
driver for quite a while. He cannot compare his experience to those of
Uber drivers as he claims to have never tried it. It seems that the ma-
jority of taxi drivers feel scared about the new competitor in the mar-
ket. Riding and taking a cab seemed to be a luxury which is now being
brought to the middle class as prices of Uber are a lot cheaper. Adding
to that, the customer can quickly call an Uber via his mobile app while
setting the time and destination. Young customers seem to be driven
to this kind of business model. Taxi drivers feel that they have invested
so much time into this company by following guidelines and regula-
tions while also studying for the taxi license exams, that switching
does not guarantee them better results. Taxi companies charge higher
fares in order to be able to afford the social benefits of their drivers.
The problem with this is that customers do not care about this. Gov-
ernments are pushing to regulate these two fierce competitors leaving
Uber no option but to not even operate is some countries when pres-

sured to meet the same standards as the cab industries.
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7 CONCLUSION:

The basic model of the online platform allows markets to match pro-
viders with consumers on a so-called “gig” basis with on - demand
companies. Gig workers enter into formal agreements to complete
jobs of the online company’s clients. Customers access the online
platform through their smartphone application in order to request ser-
vices to certain job tasks. The individuals choosing to complete the
tasks are termed, gig workers. For every task completed the gig

worker is then compensated.

The research question, “Are Millennials driven to choose platform-
based work due to the advancement of technology and more flexibility
or prefer traditional work structures due to better employment bene-
fits”, shows that traditional work structures are still the preferred
choicie of working arrangement, as they tend to be more secure and
award a stable income. Millennials who decide to opt for gig work ar-
gue that it has opened up more doors to add quick income. It has also
allowed individuals who struggle to find full — time employment, to tem-
porarily work through online platforms, hence avoiding unemploy-
ment. Additionally, young Millennials are able to decide when and how
much they want to work, allowing them to manage everything at their
own will, during the time they are pursuing higher education for exam-

ple.

A study conducted by the Center of Talent Innovation (2016), revealed
that social income played a huge deciding factor in Millennials choos-
ing work. The more privileged Millennials showed a higher rate of leav-
ing jobs within a year. This is because their parents provide a safety
net if they were to quit their jobs and look for something better. The
majority of this generation faced difficulties in choosing jobs due to the

economic conditions they faced (Hewlett & Kuhl, 2016).
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Addressing the empirical results, the question “Have you ever worked
short term jobs through an online platform?” showed a strong leniency
towards traditional work as the majority of respondents claimed to
never have worked through an online platform. Respondents had
been asked another question “If you had the choice: Would you prefer
gig type work or full-time employment?”. This equals a control ques-
tions which is visualized as the proclaimed perceived disadvantages
as stated by the International Labour Organization, did not signifi-
cantly outweigh the perceived advantages. A majority of Millennials
did work traditional jobs due to the better social benefits and better
pay, but according to the survey results, there was a tendency to be
self — employed and independent at some stage in their careers. If this
is to be with the help of certain online — platforms, is not evident. The
only reference is that the majority of Millennials characteristics were
aligned to the positive features the gig economy allowed individuals to

pursue.

Furthermore, whether Millennials are more likely than other genera-
tion to change jobs and termed as “job hoppers,” the survey question
6 showed a strong likeliness of under 30-year-olds having performed
4 or more jobs. There is evidence in the literature (See Pew Re-
searchCenter, p. 38), that Millennials were not the only generation
having encompassed these decisions in their young adult life. Job
hopping occurs due to the low amount of training and skill set required
as a young adult. With the increase in technology and online plat-
forms, the opportunities to find work has also increased. It is, there-
fore, more comfortable and quicker to find a job. At the same time,
performing short term jobs which can account to just a few hours to a
few weeks are also regarded as a job. It is now a time where young
adults can accumulate their time more efficiently. The gig economy
has allowed people to be more flexible and decide on their own terms
whether they currently need to work in order to earn some money or
whether they need time off to concentrate on other activities. Individ-

uals are now more than ever, able to add multiple streams of incomes.
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Questions 14 and 35 asked whether Millennials saw themselves work-
ing in the gig economy or preferred full-time employment showing a
clear indication towards full-time employment once they had gradu-
ated. The only difference is that the job market is more accessible for
individuals who might not be able to find full — time employment work.
The gig economy allows individuals to work, if basic guidelines of the
companies providing the platform are met. Again, this allows unem-

ployed people to work until they find a better job with better conditions.

The proclaimed advantages of the gig economy, namely flexibility,
ability to work independently and remotely, strongly agree with Millen-
nials desired workplace conditions, as shown in Figures 9, 10, 15, 16
& 17. The gig economy represents an opportunity brought by digital
technology. On the other hand, this new model should not end up ex-
ploiting and worsening the terms of workers protection rights. The
push shifting costs to individuals is creating a debate between law-
makers and service providers. Lawmakers argue, that the online —
platforms must carry the responsibility to provide their workers with
the basic need of social security and minimum pay. Service providers

argue that they are just an online platform helping demand meet sup-

ply.

The personal interview answers allowed the researcher to gain further in —
depth knowledge about the positives and the negatives of the gig economy
for individuals who had or had not pursued gig type work. The first interview
with Mrs. Martinez, showed how certain individuals want to live their life
according to their needs without anyone having to tell them what to do. An-
other interview with Mr. Singh, showed that many individuals from develop-
ing nations who were left out of the job market due to difficulties in finding
a job, have found a way to work and earn money. Even though labour laws
are not as fair as they should be, the individual claimed to be happy be-
cause he had finally found a way to provide for his family. Mrs. Wu, who

was a young high — school graduate had worked as a hiring staff and found
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it helpful to work whenever she was in need of some income. Mr. Adrees,
who is a taxi driver for many years claimed to be happy with the full — time
employment given by the taxi company but argued that if he would find a
job with more income, he would take it. The Uber driver from Vienna, Mr.
Nouri, who was a migrant from Iran, liked the possibilty to earn some in-
come during the time he was learning the local language before he would
find work in the field he had studied.

It is claimed that such processes have created new opportunities for work
and therefore inspiring extraordinary growth in consumer demand for con-
tracted labor. The problem lies in the long run, where laborers pay the cost
of not being insured, resulting in a hazardous environment. It is also im-
portant to note that the generational theory (Strauss & Howe, 2000) sug-
gests, that some social groups have a preference for the gig economy. This
means that some groups might have a less negative impression about the
gig economy than others, mainly due to the impact and opportunities given.
Extensive literature (ILO, 2019), has focused mainly on disruption and un-
fair workers’ rights, highlighting the suffering experiences of workers and
the need for regulation. It must be brought to further attention that these
working conditions have helped certain people and not just Millennials to
create a new form of work or even find work. The disadvantages over-
shadow the positive impacts. Disadvantages which have always been there
also without the gig economy. The International Labour organization ar-
gues, that work in the gig economy is classified as emotional labor as rating
systems force workers to constantly engage in extraordinary hospitality and
always be cheerful with customers. Traditional businesses and entrepre-
neurs who do not engage in the gig economy are now more than ever, also

being rated online.

The exploitation of low skilled laborers has always been a huge prob-
lem especially in places where the essential social needs such as so-
cial security and retirement plans are usually provided by employers
to their employees. As a result, the rest of the workforce (workers) is

left unprotected. (State of Florida Department of Opportunities, 2015).
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The only difference is that the gig economy makes everything a bit
more visible. It is clear that, stable income remains an illusion for ma-
jority of the workers within the gig economy as proclaimed by one of
the business CEQ’s (Biewald, 2014) quoted before, “one of the chief
sources of flexibility is exactly the possibility to hire and people and

fire them after ... ten minutes”.

Technology has definitely helped the less fortunate people to find
work. The interview with an Uber driver from India explained how this
form of worked supported him and his family to find a credible source
of income. They are not aware of the lesser benefits provided but also
do not care about them as they claim to have been given the oppor-
tunity to work during times when nobody else was willing to hire them.
A strong dependent factor on choosing certain work structures is
therefore dependent on the country one is born in and level of educa-

tion and social status one is in.

A more social and better developed nation which already provides
certain benefits to employees and workers will definitely highlight the
problems with gig type work. Lesser developed nations which struggle
to provide the necessary protection of their workers will find it less of
an issue to have as unemployed people will seek any sort of employ-
ment forms. If certain governments continue to gridlock the potential
of the gig economy with even more lawsuits, legislatives and lenient
regulations against online platforms, the new breed of entrepreneurs
of the modern society may represent one of the nation’s greatest

missed opportunities.

Overall, a competitive economy is valuable as it factors innovation and
drives growth within the national country. What is missing is proper
government data on what may be one of the greatest opportunities for
expansion of both the national economy and middle-class wealth cre-
ation, as the gap between rich and poor continues to increase. With

the addition of the gig economy middle class families are able to
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improve their incomes by performing short — term jobs. Additionally,
low -skilled to illiterate and handicapped individuals are given a

chance to enter the local economy as well. Thus, tackling income dis-

parity.

Limitations:

Although the research has managed to fulfill its aim, there were a few
avoidable limitations. First, the survey appeared to be too complex
making it challenging to attract a large number of respondents. A total
of 87 respondents of the Millennial generation does not represent a
large pool. Many respondents opted out of the survey leaving out a
significant number of questions. It can be argued, that several large
organizations have also tried and failed using a variety of methods to
analyze large amount of pools of gig workers and the gig economy
itself. It appears that this topic is sensitive to many people. The re-
searcher was also denied interviews or ignored, further proving that
many do not wish to inform anyone about their gig jobs. In order to
understand differences within Millennials, individual respondents had
to be picked out and compared to each other. There was a strong
leniency between individuals towards gig type work who had lower
education levels. High skilled type gig workers were not representing
enough in order to evaluate resounding comparisons to traditional full
— time employees. As a result of not having asked any specific ques-
tion towards income and social levels, the only credible source that
could back up such claims were the comparisons of the interviewees
where one taxi and Uber driver in Austria was compared to an Uber

driver in India.

The research was also limited due to researcher bias, because the
survey was distributed through personal networks. This could lead to

indirectly targeting certain Millennials groups who do not represent the
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7.2

whole Millennial generation leading to a more bias for specific an-
swers. The personal interview therefor chose groups of entirely differ-
ent locations and social classes in order to try to contribute to a more

in-depth analysis.

Future Research:

Further research will need to separate different industries within the
gig economy and analyze the advantages and disadvantages as not
only low skilled jobs but also blue - collar jobs offer gig work. The sur-
vey sample size and limited research time could not investigate this
process. The overall perception of the gig economy for more educated
people also leads to more bias opinions about the gig economy, lead-
ing to a more artificial distinction between the positive and negative
sides of the gig economy (BBC, 2017). This also reflects on the survey
as this meant that respondents have some basic knowledge about the
internet and their employment relationships. This allowed to miss out
on Millennials from developing countries who were part of the gig
economy but unaware of the advantages and disadvantages. In the
personal interviews, it was noted, that some Millennials were unaware
over their worker's rights and regulations. As the gig economy is rela-
tively new and continues to grow, a critical future review would be to
compare the impact of the gig economy in developed nations and de-

veloping nations.
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9 APPENDICES

Appendix A: Survey Link:

https://docs.google.com/forms/d/e/1FAIpQLS{NfikitZ-
fxXe3LK1Bqyf7MSi8418hG449fNiTKrLZgErssag/view-
form?fbclid=IwAR10QYQPOM{36_yENz56sfzG_AGVFzPBf-qJXB5kxo-
CLglze3gDNKhGEBJk

9.1 Results:

Which year were you born in?
88 responses

19 1981 1987 1989 1991 1992 1994 1996 1997
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Gender

88 responses

® Female
® Male
@ Other

Nationality

88 responses

15
[ ||
11 (14.(15'9%)
10 9 (10.2%)
5
2 (223(2)3%) 21(2.3%) 2 (2.3%)
4] (121 (A @A A@A1%) 1 (1TNEA@A@NAMY B (1@ 1% (11
0
American  Austria Austrian Czech India Pakistan Syria USA austria
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Education level (Completed)

88 responses

@ Lower than High school
@ High school

@ Bachelors degree

@ Masters degree

@ Doctoral degree

Have you worked or are you working alongside your studies?

88 responses

® Yes
® No
@ | am working but not studying
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How many jobs have your worked since graduation?

88 responses
@0
01
28.4% 02
[ JK]
[ )

8% @ More than 4
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Which industry have you worked in?

88 responses

Hospitality

Agriculture

Financial services
Construction

Transport

Consulting

Engineering

None

International Organization
Healthcare

1(1.1%)
20 (22.7%)
10 (11.4%)
18 (20.5%)
)

2 (2.3%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)

Sports & Education
Telecommunications
Mechanial Engineering
Packaging&Paper
Consulting, Law Firm
Marketing and education

Electronics Industry 1(1.1%)
Retail 1 (1.1%)
Artsll—1 (1.1%)

1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)
1(1.1%)

private equity
Medical fiedl

ski instructor
Marketing, Innovation
Corporate

Medical

Education

Sports business

Real Estate 1 (1.1%)

events 1(1.1%)

1(1.1%)

IT, Catering, Teaching 1(1.1%)
Automotive 1 (1.1%)

Finance 1(1.1%)

trade 1 (1.1%)
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What is/was your first employment status?

88 responses

@ Internship, Trainee

@ Contractor

@ Independent Contractor
@ Hiring Staff

@ Part - Time employee
@ Full - Time employee
@ Freelance

@ Self - Employed

12V
How many hours did/are you working per week?
88 responses
20 17 (19.3%)
15 18 (2845%) 13 (14.8%)
10
4 (4.5%)
3 (3.4%) 3 (3.4%) 0 0 o
2(21{"1\1‘(111 L% (1,195 (1.1%), (1.1%)§1] (1.19:1.1%)4 (1. 1‘(01?1/(02)?{‘2]\1‘y) ’1%{"\%(2)36
0

0 15 24 30 35 38.5 40 60 80
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Are/were your days/hours decided for you, or do/did you decide on when and
how many hours to work?

88 responses

Decided
Decided for me
| decided
Decided for me
| decided
Decided
| decide
decided for me
It was decided
Scheduled for me
Full-time employed with standard contract working from 8-5 mo - thu and 8 - 12:30 on Fridays
They were decided
I did
Gleitzeit

It depends
| say which days | can work and my employer decide

Flexitime with core time

Hours decided for me

| decided myself.

Pre-decided

They were fixed

sependent on workload from clients

I had a core time where | had to be in office
i decided

It was decided for me
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it was decided for me

were decided for me

Decide

| decided when and how many hours
Standard work week decided for me.

No

| decided but had to work a lot because payment was too less
Was Decided by employer

| decide when and how many hours | work
| tell the manager, and then he decides
Determined by contract

It was decided for me

Never worked

84

i can decide by myself

Idk

Decided for men
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Are/were you more inclined to pursue internships for the betterment of your
CV or is/was pursuing jobs with a fina...ee more important to ensure stability?

88 responses

@ Betterment of my CV
@ Work to guarantee financial stability

If you have completed any internships, were they paid? If yes, was the
financial aspect of it the most important motivator? If not, what was it and
how were your living expenses covered during that period?

88 responses

No

Paid and yes

Paid but not important my parents supported me
Yes

No internships

No internships

Yes

Yes but no

No

Financial aspect

The experience for my CV was the most important motivator, and my mother supported me during this time.

The financial aspect was cleared pretty quickly when they mentioned the sum. I lived at home during the duration of
the internship.
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Important, but not the most important, main motivator for internships has been the betterment of my CV, initally
expenses helped with by my parents, then | was paying my expenses by myself

Gaining experience; supported by parents

The internships were all paid, but IT wasnt the most important motivator. Sometimes enough to cover all expenses,
sometimes | had to rely on grants

Yes, yes

Yes, were paid. No, was not the most important motivator.
Yes, paid. Yes.

It was paid but it wasnt the important motivator

I had a paid internship and the most important factor was getting a job so it would take the place of one of my
classes at uni hahah my dad paid my expenses

Yes it was paid. No, but nice side which led to choosing this specific internship. Expenses were covered by my
parents and my salary. Main motivation was the topic of the internship.

Only paid internships

Interships were paid, but pay was not the main motivator. Main motivator was to improve CV as well as acquiring
skills for the desired career field. Living expenses were coverd by parents.

Yes, they were paid. No, it wasn't the most important motivator. Learning and improving my skills. My living
expenses were covered, but at that time | didn't really had any financial expenses.

Yes. A nominal stipend was paid. But the experience and the exposure was the most important motivation. All
expenses were self financed.

Paid and no, parental support.
no

Usually they paid for the internships, but the financial aspect was never the most important trigger. Living costs
were covered, but the most important reason was to enrich my CV

yes, paid very little. supported by parents

No it was not paid for. | was doing my internship while doing my Bachelors degree. | was financially supported by
my parents

| only did mandatory internships while studying
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Paid internship for associated student services in college. Not much of my personal expenses were covered as it
was 15$/hr.

no not paid as it is not common in my field

No, it was unpaid. The most important motivator was to gain knowledge and experience in a well-known firm and
understand how corporates operate

It was paid

I could not work internships because | needed to be paid as my parents did not support me financially beyond
tuition costs.

Financial

Paid but not most important factor

No. Getting experience, family funded

Was paid but money was not main motivator
Yes paid, but the reason was the learning aspect.

Paid but money wasn't the primary motivator

Not important. Supported by my family.

They weren't paid and | did those internships in summer break when | was still in college

Paid financial aspect not important

Living expenses were mainly covered by parents

No internship

Yes, they were all paid. The financial aspect was not my main motivator. It was more important for me to get an
internship in an area that | would like to work in in my future career with tasks that interest me. My living expenses
were always covered with my internship salaries.

Pay off student loan

Never worked

Never did

Paid but not motivated by money

Yes, but only 300 Eur. My parents were helping.
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No.

paid, not enough to cover my expenses, hence help from parents
my expenses were covered by my parents

My parents

Yes but not most important

Paid and Parents supported me

Yes but not important financially parents supported me

Yes and parents helped me

Not paid

Paid but money wasn't important my parents supported me

Yes.no.

Have you ever worked through an online platform performing short term
contracted jobs? If yes, for what company? (E.g. Uber, MTurk, Foodora,
Deliveroo etc.)

88 responses

60
40
20
10 (11.4%
o T(E%) (11.4%) 6 (6.8°
1(1.1%) 2 (2.3%) 1(1.‘1%) 1(1.{1%) 3(3:4%) * - 1(1.{1%) 1(1.|1%)
0
Deliveroo No Ola Yes Yes, Uber no

No No. Uber Yes Yes. Uber
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If yes, what was your primary reason for entering this type of work?

53 responses

Money

Didn't work

Did not work

N.a

No

N/A

| was able to plan my own work hours
Money. | am a taxi driver

Flexibility and be my own boss

Extra cash on the side

Money
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Did not work because no good salary and no protection
Easy money
Flexibility to earn

Never worked

/

Did not work

Flexible | could choose to work or not
Work for money when | want

None

Idk

Full time

Easy to get a job

Easy work

Freelance

Easy access to job market

Need for money
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If you had the choice: Would you prefer to stay in this type of working
agreement whereby you decide on when and how much you work, or would
you prefer guaranteed full - time employment?

70 responses

Full time employment

No

Full time

As a student yes

Be my own boss

Yes

| would prefer working remotely.
Guaranteed full time employment
Full-time employment

I never did, but | definitely prefer working full-time
decide myself how and when to work

For now | prefer to work more but not full-time, maybe 25 hours per week

| would prefer that, but | am a teacher and | prefer doing in person hands on work with kids, so it doesn’t work for
me

Better decide on my own how many hours

Prefer guaranteed full-time work, but would consider better compensated self-employment (e.g. consultance).
| would prefer full time employment

Full time employment

Full-time

Decide on when and how much | work.

Guaranteed full time employment.

Prefer staying in the job where there is flexibility according to the needs of the employees

I would decide my own hours

Guaranteed full-time employment preferred.
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Prefer staying in the job where there is flexibility according to the needs of the employees
| would decide my own hours

Guaranteed full-time employment preferred.

Employment

Yes

Guaranteed full time employment

Stay in my type

No. As a student it's good but longer term full time employment because of more benefits and stable incomr
No full time after my studies

Definitely

| would decide on my hours

yes

Flexible

Prefer full time

| would prefer to decide how much and how should i work
Full employment

second option

i would not, i prefer a full time employment

As a young adult yes. Later no.

Currently yes

| decide

i don't know

As a student | prefer flexibility after that full time employment

As a student yes otherwise no
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If self employed yes otherwise no

Full time

Do you think there are negative aspects to this type of work arrangement? If
so, what would they be?

88 responses

| don't know

No

No fixed income

Less money

No security

Yes a lot of work

Yes - needs responsibility

No retirement benefits, no guaranteed hours to rely on
Yes - less independence

I know myself, I'll take too many tasks at once (obv. Only if possible) and then fail to deliver high quality work when
all simultaneous deadlines arrive (the work would be rather mediocre)

yes, might not guarantee stable income

Little employment safety, low wages

Not a reliable source of Constant income;

Never tried it

Shortcoming of work rights for employees

Yes - no stability, no guarantee of payment

maybe that there is no flexible time

You have to be responsible for yourself

Problems to plan future income as well as no salary in case of illness.

Instable

Yes, | think there are negative aspects: Less employment security, less compensation, fewer employee rights.
Yes. It's not as good paid as a "real" full time job and you're not necessarily insured.

Uncertainty and instability. (Financial and job security)
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yes, entry level jobs

In case of Uber you have to bare the risk of not getting enough money if business is not running well. Incom
depends on demand.

yes, if you fail you easily lose the job

| am not sure if there are.

no financial security

Not really.

no personal communication between employee and employer
No quick money

Yes, because people may get late with deadlines and the efficiency may reduce since people work more effi
in a working environment compared to working from home.

Not really
Flexible arrangements do not guarantee income, meaning that one can be subject to possibly long spells of
insecurity.
| don't know
less government support as I'm regarded as self employed but that was my decision
Not much income.
A lot of work
Yes no protection and less than minimum wage pay
No.
I'm the long run yes for example retirement
Yes no stable income
No, you will still maintain your sanity
Yes and no. Yes because income is not stable.

The missing social aspect. | learn a lot from my co-workers and | would miss that
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Not sure
Exploiting
No stable income

Yes i do think that working hours are quite horrible with those kind of companies. Furthermore, | believe you do
have to be quite flexible to perform the job. The salaries are not adequate either.

Yes no stable income no protection

No, everyone is different, i believe i could be more effective like that.
Slacking.

no guarantee of a stable income

no security, no insurance, bad wages

Less legal protection

Yes workers protection laws

Exploitation

Yes less pay and more work
Yes slot of work less pay
Too much work for less pay
Yes a lot of work so no flexibility
Worker rights

Yes no workers rights

Risky because no security
No benefits

Lack of social benefits

Yes too risky

Less pay for more work

As a freelancer no

Yes no stable schedule

Yes, financially unstable
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Do you feel there are positive aspects to this kind of work arrangement, if so,
what are they?

88 responses

Flexibility

I don't know

Flexible

No

Yes - flexibility

Flexibility with your working hours, allows you to work multiple jobs
Yes - more structure, definite pay

Self Managern of hours, working when most productive. But also quickly slacking off when there’'s no manager
breathing down my neck

more freedom to work when you want and on what you want
Very flexible, anyone can do it

Easy to try out a lot of new and different Things,

Quick money
Yes - flexible schedule, creativity
if you need the money and you have a family you have to work full-time

You can do it anywhere in the world

Complete freedom of working hours

Flexibility

Flexibility in working hours.

Yes. If you're a student there are times where you need to learn for very important exams and where there isn'
really time for working. With a loose work arrangement you don't have to quit and research for a new job
afterwards.

Independence in work decisions. Perhaps lower tax. (True for other countries)

No binding

flexibility
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If you are self-employed it gives you a lot of flexibility.

yes, work flexible

Yes.. if you have an online platform you can work from anywhere.
quick money, f.e. for students in study breaks

Yes as you stay motivated and feel secured about your choices.
everybody can get work easily

Time scheduling

Yes, because the employee doesn't feel pressured to complete certain deadlines at particular places. It's more
motivating if a task and a deadline is appointed and the employee can decide how to accomplish it.

Better quality of life

It could be nice to have more freedom in setting working hours, but this doesn’t make up for the associated
insecurity.

| can work remotely from wherever | want
Work when you like.
Can take break whenever | want and do other things
| can take a day off to do other important things if | want to
Flexibility for students who want to work only a few hours
That | have enough time for my studies.
Good for students or anyone who wants quick access to money with easy application forms
Flexibility when you're young
You can work as per your convenience which would keep your morale and interest in the job high.
In the work space, it should matter about getting the work done and not how many hours you work
Again, yes and no. Yes because flexible work hour.
Yes. Creating more jobs

Flexibiliy that come from working from home. Especially with kids | guess itd make sense
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Not sure
More customers
More money if there is more demand

Again, the flexibility aspect. If you e.g. study at university you could work for such companies on the weekend
evenings as they require employees especially for those time periods. This is a positive aspect as the majorit
companies need employees from monday to Friday (office hours).

| done know

Breaks

Short term work

The routine

Convenience

flexibility

can be good for students, because of the flexibility of the job.
Flexibility for young adults
Yes easy and more freedom
Helps the poor

Work balance

Work is always there

Yes always work is available
Yes work when u want

Yes

More flexibility

Flexibility as a student

A lot of freedom

Yes, flexibility
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How important is/was this type of employment relationship for you?

88 responses

30

30 (34.1%)

22 (25%)
2 20 (22.7%)

10

How important is/was this job to you?

88 responses
40

30 31 (35.2%)

24 (27.3%)
20

15 (17%)
10
9 (10.2%) 9 (10.2%)
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Did you opt for this type of work because of the lack of full employmer
options?

88 responses

40
31 (35.2%)
30
20
14 (15.9%)
10 N3 a%) 51(5.7%)
1 (1 (A (O (O (O (s (A (s (1 (1 (15 1% 1) (A 0(.1 (A (A (121%) (. (A1 (2'
0
Didn’t have thi... | never took th... Never did No. Yes
Did notwork t... Ildidn'twantt... |was a student No Not applicable i didnt

Are you content with filing your own taxes or would you rather have tt
platform charge you per gig work performed?

88 responses

20

i
9. 79
TEAT%) 20 (22.7%)
15
10
5 3 (3.4%) 3 (3.4%)
On 9 )| 0
1 (1 (@U@ /S..v/ﬁ /(1 @@ 431 51 .(1 (PP @@ ’(.1»((.,% ) %) 4 .(.173(.1/(1 WPEERA (@@

Charge me per... Don’t know | don’t know Not applicable Rather do it my... im content fili
Comfortable wit...  Filing own taxes | rather have th... Platform Yes S
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How important is money to you?

88 responses

60
40 41 (46.6%)
36 (40.9%)
20
1(1.1%) 1(1.1%) 9 (10.2%)
0 l
1 2 3 4 5

How important is sick pay and vacation pay?

88 responses
40
30
20

10
1(1.|1%)

1
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How important is flexibility to work as much as you want and where e
you want

88 responses
40

30

24 (273%) 25 (2840/0)

20

10
0 (?%)

1

How important is work-life balance to you?

88 responses

60
40
26 (29.5%)
20
3 (3.4%)
0 (09
o ( 1 %) 6 (6.8%)
1 2 3 4 5
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What is your overall career path goal?

88 responses

| don't know 1(1.1%)

| like to be financially stable and
ind...

Good work - life balance

58 (65.9%)

45 (51.1%)

Less money but more freedom/

0,
flexibility 11 (12.5%)

More money but less freedom 17 (19.3%)

Self Employed 30 (34.1%)

good and healthy work

) . 1(1.1%)
enV|ronment, nice...

Are you concerned about your retirement plan if you choose to work less or
non full - time work agreements?

77 responses

No

Yes

Yes

No

| don't know
no

Not really
Yes!

Yes.

Yes sometimes
not yet

| guess we should all be concerned about your retirement payment. | think in future we can not afford our pension
system anymore.
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no, by the time were retired there will probably be no payment for retired persons.

Yes. Not working full time means working for more years and an insecure situation in one’s elderly days.
| believe the retirement system will be very different from what it is now

No.

A little

| don't know what the future is and | haven't thought that far ahead

I'm not concerned. I've already set up a fund.

not really

yes

A little

We are told to be concerned about it

Would you rather pay more tax and enjoy more workers benefits or pay |
tax and have less benefits?

88 responses

@ pay more tax and enjoy more worl
benefits

@ pay less tax and take care of myse
privately

@ Have no Issue with paying tax for
healthcare, workers benefits, but |

@ Depends

@ Abalance

@ Pay less tax to my workers and sa
up.
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How important are options to pursue entrepreneurial things side by side

88 responses

30

20 21 (23.9%) 22 (25%)
19 (21.6%)

10 12 (13.6%)

How important are workers protection laws to you? E.g. Minimum wage,
healthcare, social security, sick pay etc.

88 responses

40

37 (42%)

30

20

14 (15.9%
10 (15.9%)

3(3.4%)
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If you were able to start a job within 2 weeks after filling out an online
application, would you consider taking...rkers protection laws would not app

88 responses

30

25 (28.4
20

18 (20.5%)
16 (18.2%)

LRl 14 (15.9%)

10

If yes, why and if no, why not?

88 responses

No need

Money

Don't need to

Money

Yes - for the experience.

If something happens, you are not protected. It's a risk
Workers protection laws are important

Ausbeutung springs to my mind

if | valued the experience andtasks and responsibilities | would do it for a certain amount of time
Bad treatment

/

Or which question is this related ?

109



(M|ODUL viEnna
UINIVERSITY

UM~ PRIVATE _UNIVERSITY

not a long term solution, would search something more stable
Yes but for a short time

No because for me the protection laws are important
Because | have bills to pay and a life to live

If its only for a short time | would consider to work without workers protection laws, but for a longer time | would
insist to be secured under the terms of the workers protection laws to ensure my salary.

No comment

It's my own decision

No. Because, the career fields | am interested in usually come with strong worker protection laws.
If there would be a accident and | would get hurt | want to be sure that | can afford my medical bill.
Worker Protection laws are important to me.

Just do it. Nobody works normal hours anyways

don't want to be employed

If payment is appropriate | would definitely consider it.
because if its good money why not!

It would take more than yes or no to decide this. So | would say | will be neutral to both decide my pros and cons
and.

i dont need to.
No because it's not that important to me

for the financial part, | would do it till | find another job

I would be less likely because it is necessary to have a clear layout of worker protection laws
Yes instead of sitting and doing nothing.

A lack of protection breeds insecurity and exploitation. | would not put myself at that type of risk.
Money

Quick money
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Easy and quick access to money

Against my morals

If  would need money then yes

Yes: if | like the job, No: if | don't like the job

Good side income during your studies

Quick and easy money

A bird in the hand is worth two in the bush :P

In India, it's unlikely to get those worker benefits overall

| believe in personal rights. If the law can't protect my rights, then | wouldn’t want to be part of the ¢
Yes but depends what time of work

If | would be looking for a job | would be fine with not being covered for some time
If i had nothing else

I would not want to put me at risk and rather wait. Because if something happens, like a work accident du
weeks and i am not protected by laws, it can damage me financially a lot.

Quick access to job market

It's important for us workers

Need money

No fixed income or timings

Less pay than normal jobs

No

If I'm unemployed. I'd take whatever comes my way. After | go through my options to do my own thing.
to get the capital for something else later on

if it would be a good possibility to learn new skills

Don't need

Flexibility
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Easy and fast
Idk

Rather be employed

Quick money

Fast

Easy job

| had a full time job
No too Risky

Easy money

Fast Access to work

Fast work

Personally no because | don't need to
Easy to get money
Easy to make money if nobody else employs you

No, anything can happen.
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In general, whichever work agreement | choose, there should be more legal
protection for me, even if that means my salary would decrease

88 responses

Yes
No
Yes
No
| don't know
yes

Yes there should be more protection for me, but then again | work full-time with full protection, which feels like a bi
enough trade off already

no, not necessarily
It depends if | need the money

Not really

I think | would favor legal protection to salary, but am unsure at what point the salary cut would be too high for

I think for less educated people it is more important to have legal protection, then for more educated people.
no

Not necessarily

Yes legal protection is very important.

| don' know

True

True. Fighting insecurity may have a cost but the long term benefits outweigh the minor financial loss.
Partially true

A balance is the key

Depends
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Depends on what kind of legal protection is meant by that.

Yeah

In the mind of an employee, its necessary for them to safeguard themselves.
salary still matters

Yes

There is enough legal protection for me

88 responses

40

35 (39.8%)
30

30 (34.1%)

20

10 11 (12.5%)
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| prefer these types of work arrangements over full employment work. If you
agree or disagree with this statement, please explain why?

88 responses

No

| don't know

As a student yes otherwise no

| agree because it's on my own time and gives me my independence and self reliance
| prefer full employment work because there’s more security

Disagree - it seems there is more stability with full-time employment

No! I'd rather have constant income or some form of basic income plus additional compensation based on
performance

| agree, because of the increased flexibility
I don't because less stability and money
| disagree

Don’t know

Never worked in that industry
Disagree, because this type of work does not give stability/independence
yes because of the flexibilty for private works

I think having a full time job keeps you busy and active and prepares you for future career jumps

No, | like to have a regular work life with regular working hours and schedules.

Want to be independent

As a student yes (time management)

| disagree, because | believe the overall value (compensation, benefits, time) of full employment is gene

| prefer it now but if | ever have kids or financial duties | would want to have a stable full time job with a
salary

No. This has been asked before. Financial and job security reasons.

Normal work agreements have more weight on a CV
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Not at the moment. For now | prefer full employment, since | lack of experience to go into self-employment.

i do because i am flexible

| would agree to the statement. Having a flexible work life would allow me expand my opportunities in other areas
as well.

i wouldnt choose theese types, working part time and having time for myself is very important
No | prefer full employment work as it keeps you overall involved in the process.

| don't know

| prefer this type of work so | can pursue my other interests
Gives you more freedom
Disagree. | do not like insecurity.

Agree because I'm more flexible to work where ever | want and when ever | want

| don't agree

| don't agree because full time employed is more secure

Self-employment

As a student yes but after that no

Agreed. | get to choose my own hours and it would be a great change from a regular full time employment.
Agree, | get to choose my work assignments

Depends. For part time, sure, cuz they're flexible, but if it's full time, no. Unstable income
Disagree. Prefer full time employment as believ it's more stable

Disagree, | think building my career works better with a regular full time position.
Freedom

| disagree. | prefer a stable job, with specified hours and an agreed upon salary.

Disagree
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| take whatever | get

No | don't

Workers can be more efective
Entrepreneur

i haven't decided yet what i prefer
i disagree because i need a stable income
| don't know

As a young adult yes but not older
Flexibility

Idk

No

No | want full time employment

Full time employment is safer

Don't agree

Yes because | decide when to work and how much
As a student maybe

NO

Yes because if flexibility

Yes

No. | prefer stability
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Overall, | am satisfied with the availability of different types of work
arrangements

88 responses

40
35 (39.8%)
30

20
18 (20.5%)

10

4 (4.5%)
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